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Abstract 
 
In this thesis I explore the relationship between characteristics of the society culture in 
Bosnia, the organizational culture of Bosnian enterprises and characteristics of the expected 
leadership in Bosnian companies of three branches of industry (food processing, 
telecommunications, and financial services). Much of the inspiration for this thesis comes 
from the Global Leadership and Organizational Behaviour Effectiveness (GLOBE) project. 
The main idea of GLOBE is to advance an empirically established theory, to comprehend and 
envisage the effect of particular cultural variables on leadership and organizational processes 
and the effectiveness of these processes.  
The research instruments build up on both quantitative and selected qualitative 
GLOBE research methods in order to supply descriptive and scientifically valid data of 
cultural influences on leadership expectations and organizational practices in Bosnian 
society. The background theory guiding this thesis is the culturally endorsed implicit theory 
of leadership (CLT) developed for the GLOBE project.  
Empirical findings reveal that historically, religiously and politically impacted models 
of thinking are still predominant features of Bosnian society. Even though 
internationalization opens Bosnian market for business interactions, various conventional 
patterns of behaviour seem to be maintained. On the other hand, Bosnian managers expect 
positive change in the Bosnian society.  
The existing cultural profiles of organizations in three sectors are rather divergent and 
shaped under the influence of the industry in which they function. In contrast, organizational 
culture value profiles of the industries investigated have equalizing effects, which indicates 
xiv 
 
the impact of Bosnian societal culture on the desired cultural profile of Bosnian 
organizations. 
Charismatic/value based, team oriented and participative leadership dimensions are 
accounted to be the most significant dimensions for effective leadership in Bosnia. 
Furthermore, empirical findings suggest that leadership dimensions are connected with 
culture in a unique way. It was found that society and organizational culture influence the 
way people perceive effective leaders, as well as status, influence and privileges granted to 
leaders.  Individual perceptions of effective leadership in Bosnian society and organizations 
are dependent of society and organizational culture. Furthermore, it was found that 
organizational culture values were more frequently predictive of leadership dimensions than 
societal cultural values. 
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Zusammenfassung 
 
Während der letzten zwanzig Jahre konnte ein erhöhtes Interesse der Sozialwissenschaften 
am Einfluss von Kultur auf den Führungsprozess beobachten werden (House et al., 2004; 
Dorfman, 2004; Yukl, 2010; Wendt et al., 2009). Dieses wachsende Interesse ist als eine 
Konsequenz der Internationalisierung und Globalisierung von Unternehmen und des 
unternehmerischen Umfelds zu sehen, welche zugleich wichtig sind, um mehr über 
unterschiedliche Vorstellungen und Erwartungen an Führungsprozesse und  
Führungsqualitäten in verschiedenen Kulturen zu erfahren. (Dorfman, 2004; House, Wright, 
and Aditya, 1997). Die Globalisierung legte offen, dass die Effizienz bestimmter 
Führungsstile in Zielländern nicht so hoch ist wie in den Ursprungsländern (Mockaitis, 2005). 
Folglich wurde das Interesse der Wissenschaftler geweckt und sie wurden motiviert, zu 
erforschen, ob, wie und in welchem Ausmaß Kultur den Führungsstil beeinflusst.  
Trotz des wachsenden Interesses der Wissenschaftler an der Erforschung des 
Einflusses von Kultur auf den Führungsprozess, fand Bosnien und Herzegowina in der 
Fachliteratur bisher kaum Beachtung. Erkenntnisse empirischer Studien hinsichtlich der 
bosnischen Kultur und der Prototypen von effektiven Führungsstilen sind recht begrenzt. 
Fachliteratur zur Interkulturellen Führung zeigt auf, dass Ermittlungen über die Balkanregion 
von Verallgemeinerungen geprägt sind und einige Wissenschaftler die Nachfolgestaaten des 
ehemaligen Jugoslawiens als eine homogene Region betrachten, ohne zwischen den 
Gesellschaften zu unterscheiden (e.g. Edwards and Lawrence, 2000). In Zusammenhang mit 
dem niedrigen Stand der Erkenntnisse hinsichtlich Kultur und Führung und einem Mangel an 
ernsthafter empirischer Forschung in diesem Bereich in Bosnien und Herzegowina, möchte 
ich mit dieser Arbeit zum Forschungsstand auf diesem besonderen Gebiet beitragen, indem 
xvi 
 
ich bosnische Führungskräfte untersuche und relevante Einblicke in eine Vielzahl von 
Problemen, die  mit diesem Thema in Verbindung stehen, liefere. 
Das Hauptanliegen dieser Dissertation ist es, die Verbindung zwischen den 
kulturellen Merkmalen der Gesellschaft von Bosnien und Herzegowina, der 
Organisationskultur von bosnischen Unternehmen und den Eigenschaften der erwarteten 
Führung in bosnischen Firmen anhand der Untersuchung von drei Wirtschaftsbranchen 
herzustellen. Zu großen Teilen wurde diese Dissertation vom “Global Leadership and 
Organizational Behaviour Effectiveness” – Projekt (GLOBE) beeinflusst. Bei GLOBE 
handelt es sich um ein Projekt, welches langfristig, mehrphasig und als Mehrmethodenansatz 
von Robert J. House im Sommer 1991 entwickelt wurde. Schon sehr bald wuchs das Projekt 
zu einem Netzwerk von rund 175 Sozial- und Wirtschaftswissenschaftlern aus 62 Ländern 
(House et al., 1999). Die zentrale Idee von GLOBE ist es, eine bereits empirisch bewährte 
Theorie weiterzuentwickeln um die Effekte von bestimmten kulturellen Auswirkungen auf 
Führung und Organisationsprozesse sowie auf die Effektivität dieser Prozesse zu 
veranschaulichen, zu erklären und zu prognostizieren (Chhokar et al., 2008).   
Bei dem konzeptionellen Rahmen dieser Theorie handelt es sich um eine von der 
Gesellschaftkultur geprägte implizite Führungstheorie, welche für das GLOBE-Projekt 
entwickelt wurde. Laut dieser Theorie werden die Struktur und der Inhalt von individuellen 
Glaubenssystemen zwischen Individuen in gemeinsamen Kulturen geteilt (House et al., 2004; 
House et al., 1999; Dorfman et al., 2012). Die Foschungsinstrumente beinhalten sowohl 
quantitative als auch ausgewählte qualitative GLOBE – Forschungsmethoden, um deskriptive 
und wissenschaftlich begründete Daten über kulturelle Einflüsse auf die Erwartungshaltungen 
hinsichtlich der Führung und der Praktiken von Organisationen  in Bosnien und Herzegowina 
zu liefern. Schließlich sollen die Ergebnisse von Bosnien und Herzegowina mit denen der 
Zentral- und Osteuropäischen Staaten und den GLOBE-Ergebnissen verglichen werden. Um 
xvii 
 
zum Kenntnisstand hinsichtlich der Kultur und Führung in Bosnien und Herzegowina 
beizutragen, sollen spezifische Forschungsziele dieser Arbeit dazu dienen, die folgenden 
notwendigen Fragen beantworten: a) Was sind die wichtigsten Eigenschaften der 
Landeskultur hinsichtlich der neun GLOBE – Dimensionen von Kultur (Praktiken und 
Werte) in der bosnischen Gesellschaft? b) Welche Muster der Organisationskultur kann man 
am bosnischen Beispiel erkennen? c) Auf welche Art und Weise beeinflussen die 
Eigenschaften der Landeskultur die kulturellen Praktiken der Organisationen und die 
Erwartungen hinsichtlich der kulturellen Werte der Organisationen? d) Gibt es 
Führungsmerkmale, die in der bosnischen Gesellschaft im Allgemeinen  sowie innerhalb der 
drei Industriesektoren akzeptiert oder abgelehnt werden? e) Wie ist der Verlauf der 
Entstehung und der Entwicklung von Führungserwartungen hinsichtlich impliziter 
Führungstheorien von bosnischen mittleren Managern, seiner Faktoren und Effekte? f) Zu 
welchem Anteil beeinflussen die nationale und die Organisationskultur die Auffassungen der 
Menschen über eine effektive Führung? 
Zur Beantwortung dieser Fragestellungen habe ich meine empirische Untersuchung 
von Februar 2009 bis März 2010 durchgeführt. Das quantitative Erhebungsinstrument (zwei 
Fragebögen) wurde auf ein Sample von 158 Managern der mittleren Ebene aus drei 
Industriesektoren (Telekommunikation, verarbeitende Lebensmittelindustrie und 
Finanzdienstleistungen) in 26 bosnischen Unternehmen angewandt. Um die quantitativen 
Forschungsergebnisse zu ergänzen, habe ich die qualitative Methode des Tiefeninterviews 
verwendet, welche mit neun Managern der mittleren Führungsebene aus drei 
Industriesektoren (Telekommunikation, verarbeitende Lebensmittelindustrie und 
Finanzdienstleistungen) und zwei Geschäftsführern aus kleinen Familienbetrieben geführt 
wurden. Die quantitativen Methoden haben dazu gedient, die Gesellschaft und die Praktiken 
und Werte der Organisationskultur herauszuarbeiten, während die Integration  von 
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quantitativen und qualitativen Maßstäben das Verständnis der erwarteten Führungsstile 
innerhalb der bosnischen Gesellschaft und der Organisationen  vertieft.   
Diese Arbeit besteht aus sechs Kapiteln (einschließlich der Einleitung und der 
Schlussbetrachtungen). Nach der Einleitung befasse ich mich im Kapitel 2 mit den 
Hauptquellen und empirischen Studien zu der Beziehung zwischen Kultur und Führung. 
Dieses Kapitel beginnt mit einer grundlegenden Diskussion über die Bedeutung des 
Untersuchungsfeldes des Einflusses von Kultur auf Führungsprozesse sowohl für die 
Führungsforschung als auch für den organisationalen Erfolg. Zunächst wurden verschiedene 
Konzeptualisierungen der Begriffe Führung und Kultur sowie die Konsequenzen, die eine 
solche Vielfalt für Forschung mit sich bringt, diskutiert. Neben der Konzeptualisierung des 
Begriffes Führung, wird im weiteren Verlauf eine kurze Übersicht der historischen 
Strömungen der Führungsforschung dargestellt. Eine Gegenüberstellung verschiedener 
Definitionen von Kultur wird mit einer kurzen Diskussion der einflussreichsten Konzepte von 
Kultur fortgeführt (angefangen bei dem allerersten Rahmen, welcher von Kluckhohn und 
Strodtbeck entwickelt wurde bis hin zu einem vom GLOBE-Forschungsteam erweiterten 
Rahmen). Anschließend werden die kulturellen Einflüsse auf das Führungsverhalten 
thematisiert. Im nächsten Schritt werden vorhandene empirische Studien über die Beziehung 
zwischen Kultur und Führung aus einer Anzahl auserwählter Management- und Psychologie- 
Zeitschriften thematisiert. Danach finden empirische Studien zur Beziehung zwischen Kultur 
und Führung auf Bosnien und Herzegowina und das ehemalige Jugoslawien Anwendung. 
Schließlich wird das Kapitel mit methodologischen Ansätzen aus dem Gebiet der 
Führungsforschung abgerundet.   
 Das Kapitel 3 dient zu zweierlei Zwecken. Auf der einen Seite wird dem Leser eine 
Einführung in das GLOBE – Forschungsprojekt geliefert. Im Genauen werden die Hauptziele 
des Projekts, die Entwicklung und Auswertung der GLOBE – Kultur- und Führungsskalen, 
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Definitionen von gesellschaftlicher und Organisationskultur sowie Führung, ein 
Stichprobenplan, die GLOBE Methodologie und empirische Erkenntnisse näher betrachtet. 
Die Beschreibung des GLOBE – Projekts wird mit einer kritischen Würdigung des Projekts 
und den Hauptbedenken der Wissenschaftler hinsichtlich der Methodologie und den 
empirischen Erkenntnissen abgeschlossen. Andererseits bietet Kapitel 3 auch eine 
Beschreibung des Rahmens der empirischen Forschung in Bosnien und Herzegowina. Im 
Besonderen betrachte ich die Kernaussagen der  kulturell geprägten Impliziten 
Führungstheorien („culturally endorsed implicit theory of leadership“/CLT) als Theorie im 
Hintergrund dieser Arbeit. Des weiteren werden wichtige theoretische Konzepte des 
Untersuchungsrahmens, u. a. die Theorien zu Werten und Eistellungen („value-belief 
theory“), Implizite Motivationstheorien („implicit motivation theory“) und die 
organisatorische Kontingenztheorie („structural contingency theory“) näher dargestellt. Im 
Anschluss daran werde ich die Relevanz der Analyse, die Ziele, Forschungsfragen und 
Entwicklung der Hypothesen diskutieren.  
Kapitel 4 wird in fünf Unterkapitel eingeteilt. Das Kapitel wird mit einem 
Landesprofil von Bosnien und Herzegowina eingeführt, in welchem ich geographische Daten, 
die administrativ-territoriale Organisation, das demografische und wirtschaftliche Profil  
sowie historische und religiöse Hintergründe des Landes darstelle. Das Kapitel 4.2. 
thematisiert die Forschungsmethodologie und die durchgeführte Studie, in welcher 
quantitative und qualitative Forschungsinstrumente, statistische Datenanalyse sowie die 
Konzeption des Samples erklärt werden. Das dritte Unterkapitel fasst die empirischen 
Ergebnisse hinsichtlich der Gesellschaftskultur, der Organisationskultur und 
Führungserwartungen aus Sicht der befragten Mitglieder des bosnischen mittleren 
Managements zusammen. Diese Erkenntnisse werden durch umfassende Analysen vertieft, 
um potentielle Unterschiede hinsichtlich der gesellschaftlichen und der Organisationskultur 
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sowie Führungserwartungen, die auf das jeweilige Alter, das Geschlecht, Nationalität, die 
beruflichen Qualifikationen oder andere subjektive Faktoren zurückzuführen sind,  
aufzudecken. Anschließend wird das Kultur- und Führungsprofil von Bosnien und 
Herzegowina mit dem der GLOBE-Gesamtdaten sowie des osteuropäischen Clusters 
verglichen. Dieses Kapitel wird mit einer Diskussion der Forschungsgrenzen und dem Testen 
der Hypothesen beendet.  
Im Kapitel 5 werden eine Zusammenfassung, eine Diskussion und Interpretation der 
Erkenntnisse geliefert. Das Kapitel beginnt mit einer kurzen Zusammenfassung der 
Gesamtergebnisse aus den drei untersuchten Gegenständen. Danach wird ein Versuch 
unternommen, mögliche Umstände und Gründe, die hinter den empirischen Erkenntnissen 
über Kultur und Führung in der bosnischen Gesellschaft und den bosnischen Unternehmen 
stehen, zu ergründen. Das Kapitel wird mit einer generellen Charakterisierung des Kultur- 
und Führungsprofils von Bosnien und Herzegowina eingeleitet. Im nächsten Schritt wird jede 
spezifische Dimension analysiert, die in dieser Arbeit untersucht wurde. Handlungsanleitende 
Vorschläge für Manager werden am Ende dieses Kapitels geliefert.  
 Das letzte Kapitel fasst die Haupterkenntnisse und die Schlussfolgerungen der 
vorliegenden Untersuchung zusammen. Man darf hoffen, dass diese Struktur sowohl das 
Verständnis der Eigenschaften der bosnischen Gesellschaft und Organisationskultur 
erleichtern als auch den Einfluss der bosnischen Kultur auf die Art und Weise, wie Menschen 
herausragende Führung auffassen, verdeutlichen kann. 
Insgesamt weisen die quantitativen Erkenntnisse darauf hin, dass historisch, religiös 
und politisch geprägte Denkmodelle immer noch zu den vorherrschenden Eigenschaften der 
bosnischen Gesellschaft gehören. Während die Gesellschaftskultur vor allem durch ein 
extrem hohes Maß an Machtdistanz und Gruppenkollektivismus gekennzeichnet wird, verhält 
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es sich mit Merkmalen wie Unsicherheitsvermeidung, Leistungsorientierung, 
Zukunftsorientierung, institutionellem Kollektivismus und der Gleichstellung der 
Geschlechter genau gegenteilig. Vergleichsweise mäßig fällt dagegen das 
durchsetzungsorientierte und humanbezogene Verhalten in diesem Zusammenhang aus. Auch 
wenn die bosnischen Märkte durch eine zunehmende Internationalisierung für 
Geschäftsinteraktionen geöffnet wurden, so werden dennoch die gewohnten 
Verhaltensmuster weiter anzutreffen sein. Trotzdem erwarten die befragten bosnischer 
Manager eine positive Veränderung der bosnischen Gesellschaft (wie z.b. die Reduktion von 
Machtdistanz und durchsetzungsorientiertem, konfrontativem Verhalten in sozialen 
Beziehungen, eine größere Verlässlichkeit bei der Zukunftsplanung, Bestimmung von 
Normen und Regeln, um Unsicherheit zu vermeiden, zu vermeiden, steigendes (=increasing) 
Leistungs- und humanorientiertes Verhalten, Gleichstellung der Geschlechter sowie 
Kollektivismus). 
Auf der Landesebene haben Praktiken der Organisationskultur einen großen Einfluss 
auf die Machtdistanz und die Vermeidung von Unsicherheit. Humanorientiertes Verhalten, 
institutioneller Kollektivismus, Zukunftsorientierung, Gleichstellung der Geschlechter und 
Leistungsorientierung zeigen einen niedrigen Einfluss, während Gruppenkollektivismus und 
durchsetzungsorientiertes Verhalten ein neutrales Maß aufweisen. Die Finanzwirtschaft 
erreicht bei den untersuchten Kulturdimensionen die höchsten Quoten während die 
Lebensmittelindustrie bei fast allen Dimensionen die niedrigsten Quoten aufweist. Des 
Weiteren kann bei der Nahrungsmittelindustrie der größte Kontrast zur Landesebene 
beobachtet werden. Die größte Übereinstimmung mit den Praktiken der Organisationskultur 
auf Landesebene liefert der Telekommunikationssektor. Darüber hinaus sind die Rankings 
der Kulturdimensionen der drei Industriesektoren sehr unterschiedlich. Im Genauen impliziert 
diese Feststellung, dass sich die vorherrschenden kulturellen Profile der Organisationen in 
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den drei Sektoren eher unterscheiden und von der jeweiligen Industrie geprägt sind, in 
welcher sie sich befinden. Im Gegensatz dazu, haben die organisationalen, in der Kultur 
verankerten Werteprofile der entsprechenden Industrien eine ausgleichende Wirkung, welche 
auf den Einfluss der bosnischen Gesellschaftskultur auf das gewünschte kulturelle Profil der 
bosnischen Organisationen hindeutet. Bei dem Vergleich der Praktiken der bosnischen 
Organisationen und den erreichten Werten lässt sich ein starkes Verlangen nach Veränderung 
der aktuellen Kultur, anhand der untersuchten Kulturdimensionen, feststellen. Dieser 
Umstand ist jedoch nicht annäherend so stark ausgeprägt wie auf der Gesellschaftsebene.  
Die qualitative und quantitative Analyse haben aufgezeigt, dass visionäres Denken, 
Verwaltungskompetenz, Inspiration, Wohlwollen, Entschlussfreudigkeit, die Integration des 
Teams und das Verfügen über Integrität  die meistgeschätzten Faktoren von Führung in 
Bosnien sind. Bosnische Manager glauben, dass eine effiziente Führungsperson in Bosnien in 
der Lage sein sollte, Mitarbeiter zu motivieren und zu inspirieren, von anderen eine hohe 
Leistungsfähigkeit erwarten und einer effizienten Teamentwicklung Priorität einräumen soll. 
Weiterhin soll diese Führungsperson kollektive Ziele der Teammitglieder umsetzen, eine 
Vision und Vorstellung der Zukunft haben, die Fähigkeit, vorausdenkend zu planen, haben 
und die Arbeit, von sowohl kleinen als auch großen Gruppen von Individuen, kontrollieren  
können. Es ist sehr bedeutsam dass die entsprechende Führungskraft Andere in die 
Entwicklung und Umsetzung von Entscheidungen einbezieht, mitfühlend, kümmernd und 
großzügig ist. Eine Führungsperson sollte intelligent sein und eine schnelle Auffassungsgabe 
haben. Eine herausragende Führungskraft sollte Experte im eigenen Interessengebiet sein und 
über gute Kommunikationsfähigkeiten verfügen. Eine herausragende Führungskraft sollte 
ehrlich und vertrauenswürdig sein, so dass Menschen ihr in allen Fällen vertrauen können. 
Individualistisch, unabhängig und selbstschützend zu sein, wird in Bosnien als Hindernis zur 
herausragenden Führung gesehen.  
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Empirische Erkenntnisse deuten darauf hin, dass die Dimensionen der Führung mit 
der Kultur in einer einzigartigen Weise verbunden sind. Es wurde ermittelt, dass die 
Gesellschafts- und Organisationskultur die Art und Weise, wie die Menschen effektive 
Führungspersonen sowie ihren Status, den Einfluss und die damit verbundenen Privilegien 
ansehen, beeinflusst. Individuelle Auffassungen effektiver Führung sind innerhalb der 
bosnischen Gesellschaft und der bosnischen Unternehmen von der Gesellschafts- und 
Organisationskultur abhängig. Des Weiteren stellte sich heraus, dass die Werte der 
Organisationskultur einen größeren Einfluss auf die Ausprägung der Führungserwartungen 
haben als die bestimmen kulturellen Werte der Gesellschaft. 
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Chapter 1  
Introduction 
1.1 A short reference to situation in Bosnia and Herzegovina 
Bosnia and Herzegovina (for the remainder of the text referred to as Bosnia) is positioned in 
the South-eastern Europe, in the north-western part of the Balkan Peninsula, at the junctions 
of the East European countries, Adriatic Sea, and north-western areas. Over centuries, Bosnia 
has been an intersection of many civilizations. It is a country with a rich history and culture 
that represents a unique mixture of Europe and the Orient. In Bosnia there are three 
ethnic/religious groups: Bosniaks/Bosnian Muslims (44%), Serbs/Eastern Orthodox (32%), 
and Croats/Catholics (17%), and others (7%) (BHAS, 2012). 
Bosnia was globally recognized as an autonomous and sovereign country in April 
1992, within its historical borders. Its status was settled by the Dayton Peace Agreement on 
21 November 1995, after a devastating four-year war (March 1992 - November 1995). The 
Dayton Peace Agreement has also regulated the administrative-territorial organisation of 
Bosnia, which includes two entities (Federation of Bosnia and Herzegovina, and Republika 
Srpska) and a special territory identified as the Brčko District. The Federation of Bosnia and 
Herzegovina covers 51% of the country with a Bosnian Muslims (Bosniaks) and Bosnian 
Croats majority, whereas the Republika Srpska covers the remaining 49% of the territory 
with a Bosnian Serbs majority. 
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Before the war, Bosnia was one of the poorest Yugoslav Republics (Direkcija za 
planiranje Bosne i Hercegovine, 2005:7). Its economy was industrially diversified. Half of 
the Bosnian output and employment was consisted of heavy industry, mining and metallurgy, 
energy distribution, as well as textiles, leather and machinery (Andjelić, N., 2003). The 
beginning of the war was followed with high inflation rate of nearly 120%, which reached the 
level of over 1,000% during the war. The GDP fell to around 20% of the pre-war level. The 
post-war unemployment was between 70% and 80%. Physical capital was largely destroyed. 
The production was almost stopped.  
The end of the war in Bosnia was followed by a reconstruction phase with strong 
external support inflows and steady economic growth rates. With big assistance flows Bosnia 
has been able to regain some of its economic losses, mainly through the private sector and the 
small enterprises which were established after the war.  Today, Bosnian economy is relatively 
stable. On average, growth has five percent per year ever since the 2000, whereas inflation 
has remained under five percent for most of the decade (Centralna banka Bosne i 
Hercegovine, 2009:7). Prior to the global economic crisis, living standards in Bosnia were 
improving. The real GDP increased by 30% between 2000 and 2007. However, the global 
crisis reflected in Bosnia through decline in GDP by 2.91% in 2009 (BHAS, 2009). Since 
2009, Bosnian economy has begun a slow recovery, which resulted in slight increase in GDP 
by 0.7% (BHAS, 2011). Currently, Bosnia has the most stable currency in the South Eastern 
Europe and the lowest inflation in the area (FIPA, 2012). Nonetheless, high unemployment 
rate and low living standards remain one of the main Bosnian problems.  
The private sector of Bosnia is growing continuously, however, direct and indirect 
foreign investments have decreased sharply since 2007. Privatization of formerly state owned 
companies has been lengthy, especially in the Federation of Bosnia and Herzegovina where 
political separation among religious political parties makes agreement on economic strategy 
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more complex and lengthy. The main Bosnian economic priorities are: speeding up the 
process of integration to the European Union, reinforcement of the fiscal system, the reform 
of the public administration sector, membership with the World Trade Organization, and 
ensuring economic development through promotion of the private sector. Acknowledging the 
significance of foreign investments for the development of the country, Bosnia has closed 
thirty five agreements on Promotion and Protection of Investments. However, a highly 
decentralized government, and ethnical, religious and political rivalry hinder further 
investments and slow down economic reform (CIA, 2012). 
 
1.2 Motivation and the structure of the thesis  
 
The last twenty years in the world are recording increased interest of social scholars on the 
subject of the influence of culture on leadership processes, particularly in the field of cross-
cultural leadership research (House et al., 2004; Dorfman, 2004; Yukl, 2010; Wendt et al., 
2009). The growing interest among scholars emerges as the consequence of the growing 
internationalization and globalization of companies and business environment, which makes 
it exceptionally significant to learn about effective leadership in different cultures (Dorfman, 
2004; House, Wright, and Aditya, 1997). Conversely, growing internationalization and 
globalization enforces on leaders a business setting that is exceedingly complex, constantly 
developing, and difficult to understand. Hence, leaders need to be aware of the fundamental 
importance of the environment suitable for successful business, including political, 
legislative, economic, cultural, and other environments. Globalization made it quite obvious 
that particular leadership styles are not as efficient in some other countries as they are in the 
leader’s country of origin (Mockaitis, 2005). Consequently, this sparked interest of scholars, 
and motivated them to explore the extent to which leadership is affected by culture. 
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In spite of the growing interest of scholars for the exploration on the subject of the 
influence of culture on leadership processes, Bosnia is hardly ever represented in leadership 
and cultural literature and studies. Empirical research evidence of features of Bosnian culture 
and prototypes of effective leadership is quite limited. Cross-cultural literature illustrates that 
investigations concerning the Balkan region are prone to generalize, while a number of 
researchers consider the states of the ex-Yugoslavia as one territory without distinguishing 
among societies (e.g. Edwards and Lawrence, 2000). Researchers investigating these 
phenomena in Bosnia are rather an exception than a rule. The review of the existing empirical 
studies on culture and leadership in Bosnia resulted in only four studies on culture and one 
study on leadership since the beginning of the 1990s. Unfortunately, existing studies are not 
extensive enough to provide more accurate and truthful picture of Bosnian society and 
organizational culture and characteristics of outstanding leadership, which will narrow and 
guide managers’ behaviour in Bosnia. Also, it is interesting to observe that the findings are 
somewhat conflicting, which may be rooted in diverse methodologies used and diverse 
sample structures. Furthermore, the investigators mainly focus on simply presenting the 
findings, often neglecting the significance of reasons and processes standing behind such 
results. It is very useful to learn about the features of a particular culture and effective 
leadership, however, it is even more important to understand why it is so. Bearing in mind the 
poor level of knowledge in the area of culture and leadership, and lack of serious empirical 
research in this area in Bosnia, with this thesis I intend to contribute to the knowledge in this 
particular field by surveying Bosnian middle managers and by providing relevant insights 
into a number of issues related to this subject. 
Much of the inspiration for this thesis comes from the Global Leadership and 
Organizational Behaviour Effectiveness (GLOBE) project. GLOBE is a long-lasting, multi-
phase, and multi-method project, which was initiated by Robert J. House in the summer of 
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1991.  Soon, the project grew into a network of around 175 social scientists and management 
scholars from 62 countries (House et al., 1999). The main idea of GLOBE is to advance an 
empirically established theory, to depict, comprehend, and envisage the effect of particular 
cultural variables on leadership and organizational processes and the effectiveness of these 
processes (Chhokar et al., 2008). The meta-goal of GLOBE is to develop an empirically 
based theory, to describe, understand, and predict the impact of specific cultural variables on 
leadership and organizational processes and the effectiveness of these processes (Chhokar et 
al., 2008: 8). 
In this thesis I explore the relationship between characteristics of the society culture in 
Bosnia, the organizational culture of Bosnian enterprises and characteristics of the expected 
leadership in Bosnian companies of three branches of industry. The research instruments 
build up on both quantitative and selected qualitative GLOBE research methods in order to 
supply descriptive and scientifically valid data of cultural influences on leadership 
expectations and organizational practices in Bosnian society, and to compare the results from 
Bosnia with those of other Central and Eastern European cluster, and overall GLOBE results.   
 The thesis is consisted of six chapters (including introduction and conclusions). After 
the Introduction, in Chapter 2, I review prior literature and empirical studies on the 
relationship between culture and leadership. The chapter begins with the basic discussion of 
the significance of the field of research on the influence of culture on leadership processes for 
the leadership theory and organizational success. First and foremost, different 
conceptualizations of the terms leadership and culture are discussed along with the 
consequences such diversity brings to the researchers. Alongside with the conceptualization 
of the term leadership, a short overview of the historical streams of leadership research is 
portrayed. An illustration of diverse definitions of culture continues with the short discussion 
of the most influential concepts of culture (starting with the very first framework developed 
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by Kluckhohn and Strodtbeck, and ending with the framework advanced by the GLOBE 
research team), followed by the cultural influences on the leadership behaviour. Next, 
existing empirical studies on the relationship between culture and leadership published in a 
number of selected management and psychology journals are reviewed. After that, I review 
empirical studies on the relationship between culture and leadership carried out in Bosnia and 
former Yugoslavia. The chapter structure is rounded with methodological issues occurring in 
this field of leadership research.  
 Chapter 3 has a twofold purpose. On the one hand, it introduces the GLOBE research 
project to the reader. More precisely, it explains the main purpose and objectives of the 
project, development and validation of the GLOBE culture and leadership scales, construct 
definitions of society and organizational culture and leadership, sample design, the GLOBE 
methodology, as well as empirical findings. The description of the GLOBE project is ended 
with the critical approach to the project and the main concerns of scholars regarding 
methodology and empirical findings of the project. On the other hand, Chapter 3 provides a 
description of the frame for empirical research in Bosnia. Specifically, I portray the key 
features of the culturally endorsed implicit theory of leadership as the background theory of 
this thesis, as well as the value-belief theory of culture, implicit leadership theory, implicit 
motivation theory, and structural contingency theory of organizational form and effectiveness 
which are composite parts of the culturally endorsed implicit theory of leadership. Next, I 
debate the relevance of the analysis, the objectives, research questions, and development of 
hypotheses.  
 Chapter 4 is divided into five subchapters. The chapter opens with the country profile 
of Bosnia, where I introduce geographical data, administrative-territorial organisation, 
demographic and economic profile, and historical and religious background. Next, 
Subchapter 4.2. presents research methodology and research sample, where the quantitative 
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and qualitative research instruments, statistical data analysis, as well as the sample design are 
explained. The third subchapter summarizes empirical findings on society culture, 
organizational culture, and leadership expectations according to Bosnian middle managers. 
The findings of each of three phenomena are followed by ample analyses in order to detect 
potential differences among middle managers’ opinions of societal and organizational 
culture, and leadership expectations that could be based on their age, gender, nationality, 
professional qualifications, or some other personal factors. Subsequently, the culture and 
leadership profile of Bosnia is compared to the GLOBE world and East European cluster 
data. The structure of the chapter is rounded with the discussion of the limitations of the 
research and testing of hypotheses.  
 Chapter 5 provides summary, discussion and interpretation of overall findings. The 
chapter opens with the short summary of overall empirical data on three phenomena studied. 
Subsequently, an attempt is made to explain the possible circumstances and reasons standing 
behind the empirical findings on culture and leadership in Bosnian society and Bosnian 
companies. The chapter begins with the general culture and leadership profile of Bosnia. 
Next, it continues with the analysis of each particular dimension investigated within this 
thesis. Suggestions for managers are discussed at the end of this chapter.  
 The concluding chapter recapitulates the main findings and highlights the conclusions 
to which the research has led. It is hoped that this structure will facilitate the understanding of 
the features of Bosnian society and organizational culture, as well as the impact of Bosnian 
culture on the way people perceive outstanding leadership. 
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Chapter 2 
Prior literature and empirical studies on the 
relationship between culture and leadership  
 
There have been amplified interest and expansion in the research on the subject of the 
influence of culture on leadership processes in the past 20 years (House et al., 2004; 
Dorfman, 2004; Yukl, 2010; Wendt et al., 2009). The growing interest of scholars for this 
particular field of research comes as no surprise (Dorfman, 2004; House, Wright, and Aditya, 
1997). Increasing internationalization and globalization of companies and business 
environment makes it particularly significant to learn about effective leadership in diverse 
cultures. Then again, rising internationalization and globalization imposes upon leaders a 
business environment that is very complex, continually evolving, and hard to interpret. For 
that reason, leaders have to be conscious of the essential significance of the environment 
appropriate for successful business, including political, legislative, economic, cultural, and 
other environments. An understanding of cultural divergences becomes exceptionally 
significant because of the growing number of multicultural teams, multinational companies, 
mergers, alliances of companies with greatly divergent organizational cultures, and 
international organizations (e.g. the World Trade Organization, the United Nations, the 
European Union, NAFTA, etc.). Globalization made it quite obvious that particular 
leadership styles are not as efficient in some other countries as they are in the leader’s 
country of origin (Mockaitis, 2005). Consecutively, this sparked interest of social scholars, 
and motivated them to explore the extent to which leadership is affected by culture. 
Acknowledging, appreciating and understanding cultural divergences become crucial 
for the multi-national collaboration to be developed with no impediments. To succeed in 
global business, managers need the flexibility to respond positively and effectively to 
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practices and values that may be drastically different from what they are accustomed to 
(House, 2004:6). International collaborations give the unique opportunity to comprehend the 
process of the influence of culture on leadership effectiveness. However, despite this need to 
better understand how one’s national culture and social institutions affect leadership; there is 
no generally accepted theory of cross-cultural leadership (Dorfman, 2004: 266).   
It is known that the effective leadership is essential for the success of every 
organization (Wren, 1995). Nevertheless, the way leaders are perceived, as well as prestige, 
power, and privileges given to leaders differ greatly across cultures. In some cultures people 
award high status, special privileges, and considerable amount of power to leaders. On the 
other hand, in other cultures, strict restraints are placed upon what a leader is allowed to do.  
Nowadays, global organizations demand leaders who are able to adjust to diverse settings 
promptly and work with associates and employees of diverse cultures (Gelfand, Erez and 
Aycan, 2007). It cannot be presumed that a manager who is efficient in one culture will be 
efficient in another (Brodbeck et al., 2000; Javidan et al., 2006).  
 
2.1 Definitions of leadership and a short introduction to the history of leadership 
research 
In the existing literature, characterizations of the terms culture and leadership are diverse and 
tricky. In the following segments, I present diverse perspectives of social scientists of the two 
constructs. 
 
2.1.1 The definition of leadership  
The enigma of leadership has been in the focus of interest of social scholars for most of the 
twentieth century; however there is no commonly agreed definition of leadership (Bass, 
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1990; Yukl, 2006, 2010). The idiom “leadership” itself is a fairly new supplement to the 
English language. It appeared, roughly speaking, two hundred years ago (Dorfman, 2004). 
Nonetheless, it is known from Egyptian hieroglyphics that symbols for “leader” and 
“leadership” were being written five thousand years ago (Bass, 1990). Furthermore, traces of 
philosophy of leadership can be found in writings different in time and content such as those 
found in Homer’s Iliad, the  Bible, the Indian Gita, essays about Confucius in China, and 
Machiavelli’s principles on power.  
Researchers frequently depict leadership in line with their personal perspectives and 
the aspects of the phenomenon of main interest to them.  Accordingly, “one of the problems 
stems from the fact that the term leadership, despite its popularity, is not a scientific term 
with a formal, standardized definition” (Vroom and Jago, 2007:17). There are almost as many 
different definitions of leadership as there are persons who have attempted to define the 
concept (Bass, 1990: 11). Leadership has been defined in terms of traits, behaviours, 
influence, interaction patterns, role relationships, and occupation of an administrative 
position (Yukl, 2010: 20). Some of the illustrative definitions of leadership proposed over the 
last fifty years are:  
 Leadership is the behaviour of an individual, directing the activities of a group toward 
a shared goal (Hemphill and Coons, 1957: 7). 
 Leadership is exercised when persons (...) mobilize (...) institutional, political, 
psychological, and other resources so as to arouse, engage, and satisfy the motives of 
followers (Burns, 1978:18). 
 Leadership is the exercise of non-coercive influence to coordinate the members of an 
organized group to accomplishing the group’s objectives (Jago, 1982: 315). 
 Leadership is a process of social influence in which one person is able to enlist the aid 
and support of others in the accomplishment of a common task (Chemers, 1997:1). 
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 The art of mobilizing others to want to struggle for shared aspirations (Kouzes and 
Posner, 1997:30). 
 Leadership is the ability to step outside the culture (...) to start evolutionary change 
processes that are more adaptive (Schein, 2004: 2). 
 Leadership is the process of influencing others to understand and agree about what 
needs to be done and how it can be done effectively, and the process of facilitating 
individual and collective efforts to accomplish the shared objectives (Yukl, 2006: 7). 
 Leadership is the ability of an individual to influence, motivate and enable others to 
contribute toward the effectiveness and success of the organizations of which they are 
members (House et al., 2004: 15).  
 Leadership is a process whereby an individual influences a group of individuals to 
achieve a common goal (Northouse, 2007:3). 
A variety of definitions of leadership highlights different aspects of leadership studied 
and could be evenly applicable. Nonetheless, most definitions have as their central part an 
assumption that it engages influence of leaders on others for the purpose of accomplishing 
group and/or organizational goals.  
Leadership is a universal phenomenon (Bass, 1997). That is to say, wherever there are 
people, there are leaders. The term leadership is ubiquitous in common discourse (Vroom and 
Jago, 2007: 17). The question that arises within the international context is: Do different 
leadership behaviours and styles go beyond cultures? 
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2.1.2 A short overview of historical streams of leadership research  
Leadership theory has often been described as having passed throughout numerous different 
eras: from an early research on the “great man” and trait theories, over behavioural and 
contingency theories, to newer concepts that emphasize charismatic, transformational, and 
transactional aspect. What follows in this part is a short and extremely simplistic introduction 
to the history of leadership research.  
Founded on the convictions that leaders are extraordinary individuals, born with 
innate virtues, predestined to lead, it comes as no surprise that the study of leadership began 
as an effort to identify the personal characteristics and traits of leaders.  Initially, researchers 
deemed leader traits to be irreversible possessions that were present at the birth of a 
predestined leader. Results from initial investigations were discouraging, as scholars were not 
able to consistently detect individual traits that were both essential and adequate for 
leadership success. Nevertheless, at the beginning of the 20th century, this perspective shifted 
to embrace all comparatively lasting qualities that differentiate leaders from non-leaders 
(Gosling, Marturano, and Dennison, 2003; Zaccaro, 2007; Phatak, Bhagat, and Kashlak, 
2009). More recently, a number of studies have linked personality variables and other stable 
personal attributes to leader effectiveness, providing a substantial empirical foundation for 
the argument that traits do matter in the prediction of leader effectiveness (e.g., Judge, Bono, 
Ilies, and Gerhardt, 2002; Peterson, Smith, Martorana, and Owens, 2003; see Zaccaro, Kemp, 
and Bader, 2004, for a review) (Zaccaro, 2007: 6). 
In the 1950s, the focus of leadership researchers shifted from what leaders are to what 
leaders do. The behavioural approach to leadership aimed at identifying leadership 
behavioural patterns that lead to a higher group and organizational efficiency. Behavioural 
investigations were mainly sited in the Ohio State University and the University of Michigan 
(Vroom and Jago, 2007). The researchers have identified two categories of leader behaviour 
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(Dorfman, 2004; Phatak, Bhagat, and Kashlak, 2009). The first category is labelled 
“consideration” and refers to relationship-orientated behaviour, such as showing concern, 
acting friendly and supportive. The second category is labelled “initiating structure” and it 
refers to task-oriented leader behaviours, such as assigning tasks, coordinating activities, 
ensuring that the followers obey company rules and regulations, encouraging, but also 
criticizing poor performances. Generally speaking, findings from behavioural studies propose 
that, with some exemptions, leaders scoring high on both consideration and initiation of 
structure tend to attain higher subordinate efficiency (Chemers, 1997; Northouse, 2007; 
Phatak, Bhagat, and Kashlak, 2009; Yukl, 2010). However, the pure behavioural approach to 
leadership suffers from a failure to examine critical situational factors; to be effective leaders 
must adopt their actions to suit the requirements of the task and the characteristics of the 
subordinates who perform the task (Dorfman, 2004: 274). Today, most researchers include 
situational variables in their investigations, either as determinants of leader behaviour or as 
moderating variables interacting with traits or behaviour (Vroom and Jago, 2007:19). 
Situational factors are integrated within contingency leadership theories.  
The contingency leadership theories reflect on how situational factors moderate the 
effectiveness of leadership styles. These theories “were developed to indicate that the style to 
be used is contingent upon such factors as the situation, the people, the task, the organisation, 
and other environmental variables” (Gosling, Marturano, and Dennison, 2003:8). The main 
assumption of this theory asserts that leaders need to recognize the crucial features of every 
situation properly, to detect which leader behaviours are necessary, and then be flexible to 
display these behaviours (Dorfman, 2004). Fiedler’s contingency model (Fiedler, 1964, 1967, 
1993) hypothesizes that there is no sole best approach for managers to lead. The basic 
premise of Fiedler’s model is that situation moderates the association amid leadership styles 
and group effectiveness (Northouse, 2007). A leader’s approach is evaluated by the LPC 
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(Least Preferred Co-workers) scale, which indicates leader’s orientation towards task or good 
interpersonal relations. The leadership situation is typified by the quality of the leader-
member relations, leader’s position power, and the degree of the task structure itself.  The 
task-motivated leaders feel pride and satisfaction in achieving tasks, whereas relationship-
motivated leaders attempt to establish good interpersonal relations. This theory predicts that 
relationship-motivated leaders are best in situations in which they have medium control 
(Chemers, 1997; Gosling, Marturano, and Dennison, 2003). On the other hand, task-
motivated leaders are at their best in situations in which they have very high or very low 
power (Vroom and Jago, 2007; Phatak, Bhagat, and Kashlak, 2009).  
The path-goal theory (developed by Evans, 1970, and House, 1971) gives another 
insight into the relationship among situational factors, leader behaviours, and followers 
features. This theory identified four leader behaviours: directive, supportive, achievement-
oriented, and participative leadership (Chemers, 1997; Northouse, 2007). The main 
accentuation is on the followers, since the characteristics of the followers’ impact the 
acceptable leader behaviours. Furthermore, features of the task and situation (e.g. task 
structure and complexity) are included.  
Leadership substitutes theory (Kerr and Jermier, 1978) is another theory highlighting 
the function of contingency, and it can be perceived as an extension of the path-goal theory. 
Kerr and Jermier argued that the leader’s function is complementary, that is, to provide for 
subordinates direction or support that is missing in the environment (e.g. structure for an 
ambiguous task) (Chemers, 1997: 48). If the situation already provides that resources, the 
leader behaviour turns out to be needless and will have modest impact on subordinate 
reactions. For instance, supportive and close working groups may substitute for the positive 
emotional impacts of leader’s thoughtfulness. Additionally, characteristics of a particular 
situation (e.g. rigid organizational rules, technology-established work models) can counteract 
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any influence that a leader could have. A reasonable criticism of this theory is that substitutes 
eradicate the need for all leadership types.  
The next contingency theory with broad effect is the normative decision model 
developed by Vroom and Yetton (1973), and later extended by Vroom and Jago (1974) 
(Vroom and Jago, 2007). Vroom and colleagues have specified the nature of decisions 
procedures most probable to be effective in different situations. More precisely, they 
designed a five-decision processes “that ranged from highly autocratic through consultative 
to highly participative (i.e. consensus), and seven situational variables were identified that 
could vary with the decision encountered (e.g., decision importance, need for commitment, 
goal alignment, potential for conflict) and that would govern the most appropriate 
behavioural response “(Vroom and Jago, 2007: 21). Utilization of this model does not 
outcome in a decision, but recommends the most suitable decision process for the leader 
(Chemers, 1997; Dorfman, 2004). 
In the 1980s, management researchers became very interested in the emotional and 
symbolic aspects of leadership (Yukl, 2010: 262). Such processes make easier to comprehend 
how leaders impact followers to make self-sacrifices and place the requirements of the 
mission/vision or group/organization beyond their materialistic personal interest. Leadership 
emphasizing charismatic leader behaviour, visionary, inspiring, ideological and moral values, 
as well as transformational leadership such as individualized attention, and intellectual 
stimulation (Avolio et al., 2009: 911) are the central concepts of the new-genre leadership 
(House and Shamir, 1993). Charismatic and transformational leadership theories are the most 
often investigated theories over the past twenty years (Avolio, 2005). The current theories of 
charismatic leadership were strongly influenced by the ideas of Max Weber; whereas the 
theories of transformational leadership were strongly influenced by James McGregor Burns 
(1978) (Yukl, 2010: 263). Moreover, the field of leadership is characterized by an increasing 
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number of topics and concepts, including distributed or shared leadership, authentic 
leadership, or even global leadership, which have gained importance within the last two 
decades (Lang and Rybnikova, 2012: 45). However, within the range of this paper, I refer 
only to charismatic and transformational leadership theory.  
  Charismatic and transformational leadership theory proposes that such leaders use 
their charisma to inspire followers to go beyond their personal interests, to associate with the 
leader and his/her vision, to be satisfied with their work, and consequently to perform beyond 
basic expectations. The major charismatic theories include those by House (1977), Cogner 
and Kanungo (1987), and Shamir, House, and Arthur (1993) (Dorfman, 2004: 277). This 
perspective has the best potential for being applicable in different countries and cultures, but 
more research needs to be done to fully understand how charisma and cultural differences act 
together to produce effective leaders (Phatak, Bhagat, and Kashlak, 2009: 417). Researchers 
have discovered that charismatic and transformational leadership were positively connected 
with leadership efficiency and numerous significant organizational results across various 
divergent kinds of organizations, circumstances, levels of investigations, and cultures such as 
productivity and turnover (Judge and Piccolo, 2004; Avolio, 2005; Avolio et al. 2009). 
During the past decade, a great deal of investigation has been focused on comprehending the 
processes throughout which charismatic and transformational leaders positively affect ways 
of thinking, actions, behaviours and performance of their followers (Dorfman, 2004; 
Northose, 2007). For instance, several studies have investigated diverse processes throughout 
which transformational leadership outcomes are finally implemented in expressions of 
performance results. These processes include followers’ formation of commitment; 
satisfaction; identification; perceived fairness (e.g., Liao and Chuang 2007; Walumbwa et al. 
2008); job characteristics such as variety, identity, significance, autonomy and feedback (e.g., 
Piccolo and Colquitt 2006); trust in the leader (e.g., Wang et al. 2005); and how followers 
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come to feel about themselves and their group in terms of efficacy, potency, and cohesion 
(e.g., Bass et al. 2003; Bono and Judge 2003; Schaubroeck et al. 2007) (Avolio et al., 2009: 
211). 
 
2.2 Definitions and diverse perceptions of culture  
2.2.1 The definition of culture 
Same as for the leadership, there is no commonly agreed definition between social 
researchers for the term culture. Culture is a single word with myriad meanings (Dickson et 
al., 2012: in press). Probably, there are as many divergent definitions of culture as there are 
of leadership. An important notion of culture is that it shapes attitudes, behaviours, and 
values of individuals and social groups (Dorfman, 2004). Culture is to society what memory 
is to individual; and it is transmitted from one generation to another (Triandis, 1994: 110).  
Culture is a humane-made part of the human environment (Herskovits, 1995). It consists of 
both objective and subjective components. Objective components of a culture comprise such 
elements as dressing preferences, food, music, architecture, and similar; whereas subjective 
components refer to beliefs, attitudes, relations, norms, values, rules, perceptions of oneself, 
and role definitions. Subjective components of a culture enable individuals to overcome 
demands set by ecological settings, given that it is not necessary to reinvent adaptive 
conducts, but can learn and replicate them from preceding generations. Therefore, culture is 
something shared by all or almost all members of some social group, something older 
members of a group try to pass on to younger members, something (as in the case of morals, 
laws, and customs) that shapes behaviour, or (...) structures one’s perception of the world 
(Adler, 2008: 19). 
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When defining the term culture, social scientists tend to be so broad that they 
incorporate almost everything (not necessarily predetermined by nature) into the human 
beings environment. For instance, Hofstede (1980) defines culture as the “collective 
programming of the mind (or software of the mind) distinguishing the members of one group 
or category of people from others” (pp.260). Kluckhohn describes culture as patterned ways 
of thinking, feeling, and reacting, acquired and transmitted mainly by symbols, constituting 
the distinctive achievements of human groups, including their embodiments in artefacts; the 
essential core of culture consists of traditional ideas and especially their attached values 
(Kluckhohn, 1951: 86). Herskovits perceives culture as the part of the environment that is 
created or modified by human beings (Herskovits, 1955: 305). On the other hand, for 
Triandis (1972) culture integrates norms, beliefs, rules, ideals, roles, and values that shape 
significant entities and that are interconnected in meaningful manners. The management 
researcher Edgar H. Schein characterizes culture as “a pattern of shared basic assumptions 
learned by a group as it solved its problems of external adaptation and internal integration, 
which has worked well enough to be considered valid and, therefore, to be taught to new 
members as the correct way to perceive, think, and feel in relation to those problems” 
(Schein, 2010: 18).  
As an outcome of such broad definitions of culture, literature on culture and findings 
from empirical studies are contradictory and perplexing with regard what has been discovered 
or confirmed (House, Wright, and Aditya, 1997). Despite the vast variety of definitions of 
culture among social scientists, there are some common elements that flow throughout the 
diverse conceptualizations of the term culture. The focus in diverse definitions is on: “shared 
ways of thinking, feeling and reacting; shared meanings and identities; shared socially 
constructed environments; common ways in which technologies are used; and commonly 
experienced events including the history, language, and religion of their members” (Dorfman 
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and House, 2004: 57). In other words, there are some apparent cohesion between all 
definitions: “the focus on commonality among culture members; on ideas that are transmitted 
across generations (either literal, in a societal sense, or more figurative, in an organizational 
setting); and on culture being held at a basic level of cognition are all common aspects of 
these understandings of culture” (Dickson et al., 2012: in press).  
 
2.2.2 Diverse perceptions of culture   
Various frameworks have been developed over time using divergent methods. Such 
frameworks signify common trends or norms of the main value systems that describe culture. 
They are designed neither to depict precisely how a culture develops and functions nor to 
stereotype how a specific person might act. Frequently, the research on culture has been 
based on the classification and evaluation of cultural dimensions (concepts that allow better 
understanding of culture), which cluster shared collective values and beliefs. Number of 
frameworks of culture reviewed by Taras, Rowney, and Steel (2009) were found to be 
multidimensional. 
Within this part, I shortly discuss only the most influential concepts of culture. I start 
with the very first framework developed by Kluckhohn and Strodtbeck, and end with the 
framework advanced by the GLOBE researchers.  
During 1960s, Kluckhohn and Strodtbeck have developed the cultural orientation 
framework to depict the emphasis a culture puts on several dimensions. Their intention was 
to supplement the anthropological analysis of culture by examining variance in cultures. They 
supposed that this approach would facilitate investigators to comprehend cultural alteration 
and complexity at a divergent level (Kluckhohn and Strodtbeck, 1961). After years of 
thorough content analysis of empirical investigations around the world, they developed six 
dimensions of culture (dimensions of value orientation) and their respective extremes: nature 
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of humans (evil, mixed, good); relationships among people (individual, collective; 
hierarchical); relation of a man to broad environment (subjugation, harmony, mastery); the 
orientation toward activity (doing, thinking, being); the orientation in time (towards past, 
present, future); and space (public, private, mixed) (Kluckhohn and Strodtbeck, 1961). The 
“nature of humans” dimension mirrors how a particular culture socializes individuals to 
cultivate attitudes about the intrinsic nature of human beings: as evil, mixed, or good. The 
“relation to nature” cultural dimension refers to the degree to which a culture deals with its 
relation to nature most of the time by subjugating to it, exist in harmony with it, or strives to 
master it. The “time dimension” mirrors a society’s importance for the past, present, or 
future. The “space” culture dimension denotes how people characterize the conception of 
space in relation to other individuals: private, mixed, or public. “The orientation toward 
activity” reflects society’s orientation towards doing (highly planned actions), being (more 
spontaneous reactions), or thinking (controlling and containing orientation). The 
“relationships among people” indicates the degree to which a specific culture stresses 
individualistic, collectivistic, or hierarchy-oriented ways of relating to one another. Cultural 
values developed by Kluckhohn and Strodtbeck (1961) answer basic existential questions, 
helping to provide meaning in people’s lives. Kluckhohn and Strodtbeck carried out an initial 
investigation of the framework with five diverse samples from divergent parts of the U.S. 
Empirical analysis revealed that proposed dimensions of culture and its extremes differentiate 
between cultures and have helped in explaining patterns in individual behaviours and other 
outcomes within cultures. The theory developed by Kluckhohn and Strodtbeck (1961) 
remains broadly utilized and has sparked a good deal of research (Hills, 2002). Their work 
has profoundly influenced the work of succeeding researchers who examined cultural 
dimensions (Dickson et al., 2012). Ever since then other scholars have also advanced theories 
of universal values; particularly Rokeach (1973, 1979), Hofstede (1980, 1991, 2001, 2010), 
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Triandis (1995), Inglehart (1977, 1990), Schwartz (1992, 1994, 1999), and the GLOBE 
project (House et al., 1999, 2004; Dorfman et al., 2012). 
One of the most influential scholars on cultural values is certainly Rokeach (1973, 
1979). Rokeach was interested in discovering the composition and organization of human 
values rooted in their resemblance and divergences. He classified a personal value as an 
enduring belief that a specific mode of conduct or end-state of existence is personally or 
socially preferable to its opposite (Rokeach, 1973: 5). According to Rokeach (1973) a value 
system is a lasting organization of beliefs regarding favoured types of behaviour or end-states 
alongside the significance continuum. The focal point of his research was to advance an 
instrument (the Rokeach value survey) to measure values that he considers are universal and 
trans-situational (Rokeach, 1973).  The Rokeach value survey (Rokeach, 1967) was designed 
with the anticipation that it would provide information both about value stability and change 
at macro and micro levels (Rokeach and Ball-Rokeach, 1989: 775). The survey consists of 36 
value items that are graded by study subjects. All the items are divided into two sets: 
"instrumental values" denotes values that mirror manners of behaviour, such as politeness, 
ambition, honesty, intellect, and obedience, and "terminal values" that mirror wanted end 
positions, such as freedom, wisdom, equality, happiness, peace, self-respect, and salvation. 
Each item in the value survey is graded by the subjects of the surveying according to items’ 
significance as guiding principles in their lives. Rokeach, in his model has supposed that 
values are universal; hence, partly, each value is sustained by every subject. By ranking 
system, the Rokeach values survey helps unveil a person's value priorities. Rokeach and Ball-
Rokeach (1989) claim that values are not plainly hierarchically prioritized, on the contrary, 
each value is interconnected in a complex structure of notions and attitudes. Consequently, a 
belief system might be fairly lasting, however modifications in one value, could direct to 
alterations in others, as well as in the entire system. Rokeach claims that individuals attempt 
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to preserve a constant notion of themselves that mirrors principles of their morality and 
competence. The Rokeach value survey has been widely utilized by various scholars to 
investigate numerous aspects of values (Rokeach and Ball-Rokeach, 1989). 
One of the most influential cultural studies (concept of culture) and most frequently 
referred to is the one implemented by Geert Hofstede (1980, 2001, 2010). Hofstede’s work is 
known as a framework for categorizing nations established on work correlated values. The 
framework Hofstede (1980) suggested was rooted on a study he implemented among IBM 
personnel in 40 countries. Subsequently, he expanded the analysis to additional 10 countries 
and 3 regions (e.g., Hofstede, 2001). Originally, Hofstede identified four dimensions of 
culture (individualism–collectivism; masculinity–femininity; uncertainty avoidance; and 
power distance) which were, in his later work extended with two additional dimensions 
(future orientation and indulgence versus restraint). Power distance is defined as the extent to 
which the less powerful members of a society accept and expect that power is distributed 
unequally (Hofstede, 1980:72). Hofstede (1980) defined uncertainty avoidance as the extent 
to which members of a society feel endangered with ambiguous situations and incapability to 
foresee future incidents. Masculinity embodies a preference within society for achievement, 
heroism, assertiveness and material reward for success (Hofstede, 1980). Individualism is the 
extent to which individuals are supposed to take care of themselves and their personal 
interests and those belonging to their close families (Hofstede, 1980, 2001). The long-term 
versus short-term orientation dimension expresses to what extent virtuous living is a goal in a 
society (Hofstede, 2001: 351). Indulgence stands for a tendency to allow relatively free 
gratification of basic and natural human desires related to enjoying life and having fun; its 
opposite pole, restraint, reflects a conviction that such gratification needs to be curbed and 
regulated by strict social norms (Hofstede, Hofstede, and Minkov, 2010: 281). The 
dimensions of culture Hofstede (1980) originally developed have been validated and utilized 
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by a great number of investigators. Even though Hofstede’s cultural dimensions are widely 
adopted, his work has not escaped criticism. In line with critiques, Hofstede portrays an 
excessively basic formulation of value cultural dimensions, his work neglects the within-
country cultural diversity, the initial sample is drawn solely from IBM corporation, his 
measures are not suitable, and culture vary over time instead of being invariable as it is 
recommended by the value dimensions of culture (e.g., Sivakumar and Nakata, 2001). In 
spite of the criticism, Hofstede’s work has had a main impact on the cross-cultural research. 
 Another significant framework is rooted in the work of Shalom Schwartz (1994a, 
1994b, 1999, 2004) and his associates. Schwartz perceives “culture as the rich complex of 
meanings, beliefs, practices, symbols, norms, and values prevalent among people in a 
society” (Schwartz, 2006: 138). He claims that prevailing values within the society express 
the “cultural ideals” of a particular society (everything that is considered to be good and 
desirable by the society members), and that these principles characterize the central traits of 
the society culture. Thus, such nucleus elements of the society culture shape and justify 
individual and group beliefs and behaviours. Schwartz suggests that core problems 
challenging human kind require to be recognized before one can meaningfully sample all of 
the significant value divergences.  
 Schwartz (1999, 2006) claims that cultural values develop as societies defy essential 
issues or concerns in regulating human activity. Individuals need to be aware of these 
problems, to plan their responses to them, and to be motivated to deal with them. The ways 
that societies respond to these basic issues or problems can be used to identify dimensions on 
which cultures may differ from one another (Schwartz, 2006: 140). Schwartz suggests three 
central issues that societies are commonly challenged to deal with and solve and equivalent 
dimensions of culture that can be employed to portray alternative approaches for solving 
issues that differentiate societies from one another: autonomy versus conservatism, hierarchy 
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versus egalitarianism, mastery versus harmony (Schwartz, 1999, 2006). The first dimension 
(autonomy versus conservatism) refers to the character of the connectedness or boundaries 
among individual and the group and enquires to what degree individuals are independent vs. 
embedded within their groups. Conservatism appears in circumstances where persons are 
embedded within a group and find meaning throughout social relations by relating with the 
group, accepting its ways of living and its collective objectives.  On the other hand, autonomy 
stands for the situations where persons are perceived as independent, expected to express 
their own preferences, ideas, opinions, beliefs, and capabilities, and discover meaning in their 
individual uniqueness. The dimension “hierarchy vs. egalitarianism” deals with the issue of 
assuring responsible conduct of the society members that will sustain the protection of the 
social fabric of the country. Individuals and resources within the hierarchical society are 
structured hierarchically, whereas persons are required to conform to the roles allocated to 
them inside the hierarchy and subjected to punishments if they are unsuccessful to obey. 
Quite the opposite, in egalitarian societies persons are perceived as moral equals. “Mastery 
vs. harmony” is a dimension dealing with the issue of regulating how their members deal 
with their associations to the natural and social world. Harmony stands for the protection of 
the natural and social worlds as they are. In societies emphasizing mastery, on the other hand, 
individuals are socialized to modify, exploit and control natural and social world. Schwartz’s 
dimensions are significant because they show that the values have the same meaning and are 
important concepts in all cultures (Phatak et al., 2009: 130). 
Fons Trompenaars and Charles Hampden-Turner (Trompenaars 1993; Trompenaars 
and Hampden-Turner 1997) have developed their framework based upon their study 
implemented on the sample of 15,000 managers from 28 cultures, indicating 47 national 
cultures (Trompenaars and Hampden-Turner, 1997, 2000). They explored culture by 
classifying styles in which a group of people resolve issues. Based on the solutions to three 
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kinds of issues (association with others, time, and the nature/environment), they identify 
seven dimensions of culture: universalism versus particularism; individualism versus 
collectivism; neutral versus affective relationships; diffuse versus specific relationships; 
achievement versus ascription; attitude to time; relationship to nature. The dimension of 
culture “universalism versus particularism” refers to the significance people/societies attach 
to the observance of socially shaped rules. Universalistic societies denote societies with 
considerably strict rule-establish behaviours mirroring a general disbelief in people. 
Conversely, particularist societies have a tendency to concentrate more on the specific 
character of present circumstances. “Individualism versus collectivism” symbolizes the 
divergence among individual and group interests. This dimension is practically identical to 
Hofstede’s dimension: collectivistic societies put emphasis on group welfare, whereas in 
individualistic societies individuals peruse their own individual interests. The next 
dimensions, “neutral versus affective” concentrates on the significance of expressing feelings 
and relationships. Both logic and feelings play a part in relations between people. Which one 
will be dominant in relationships among people depends on whether society members are 
exhibiting their emotions in everyday communications (affective), or if they do not exhibit 
their emotions (the neutral). “Diffuse versus specific” dimension refers to how a culture 
stresses concepts of privacy and approach to privacy (how people in a particular culture 
separate their private and business lives). In specific cultures the difference among private 
and public space is clear, while private sphere preserves its private character. On the other 
hand, in diffuse cultures, there is no similar distinction among public and private space. 
“Achievement versus ascription” concentrates on the approaches utilized to attain power and 
status within a society. The achievement mirrors a society that awards status to individuals 
based on their achievements, while ascription mirrors one that awards status to individuals 
according to their age, education, class, gender, and similar factors. “Attitude to time” refers 
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to the perceptions of time, which can scope from sequential (chronological chain of passing 
events; schedules have greater significance than relationships) to synchronic (time is 
perceived as circular and relationships have greater significance than schedules - 
interconnected past, present and future). “Attitude to environment” indicates the magnitude to 
which individuals believe they have control over their environment. Societies either believe 
that they can and should control nature by imposing their will upon it, or they believe that 
man is part of nature and must go along with its laws, direction and forces (Dickson et al., 
2012: in press). 
 Harry C. Triandis (1972, 1975, 1994, 1995) has advanced a cultural model around the 
concept of subjective culture. Triandis developed the idea that to investigate culture 
methodically, one must comprehend the importance of the cultural syndrome, which is 
consisted of: cultural complexity, tightness versus looseness, and individualism versus 
collectivism. He argues that societies vary in their complexity. Cultural complexity is mainly 
predetermined by the ecology and history of the particular society. The highest contrast is 
found among hunters/gatherers and information societies (Triandis and Suh, 2002). Some of 
the indicators of society complexity are gross national product, the size of cities, percentage 
of the population in urban areas, personal computers per capita, etc. Tightness versus 
looseness refers to the extent of implementation of social norms and regulations in the 
society. Within tight cultures, norms and rules are enforced strongly. In loose cultures, on the 
other hand, certain divergence from established social norms is acceptable. According to 
Triandis, the third aspect of the cultural syndrome is individualism versus collectivism. 
Triandis (1995) along with his collegues (Singelis, Triandis, Bhawuk, Gelfand, 1995; 
Triandis and Gelfand, 1998) makes differences among vertical and horizontal individualism 
and collectivism. “Generally speaking, horizontal patterns assume that one self is more or 
less like every other self. By contrast, vertical patterns consist of hierarchies, and one self is 
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different from other selves” (Triandis and Gelfand, 1998: 119). “Vertical collectivism 
includes perceiving the self as a part (or an aspect) of a collective and accepting inequalities 
within the collective. Horizontal collectivism includes perceiving the self as a part of the 
collective, but seeing all members of the collectives the same; thus equality is stressed. 
Vertical individualism includes the conception of an autonomous individual and acceptance 
of inequality. Horizontal individualism includes the conception of an autonomous individual 
and emphasis on equality.” (Singelis, Triandis, Bhawuk and Gelfand, 1995: 6).  
 A recent study on global leadership and organizational behaviour effectiveness (The 
Global Leadership and Organizational Behaviour Effectiveness - GLOBE - project) led by 
Robert J. House provides another interesting framework for studying culture. The GLOBE 
team defined culture “as shared motives, values, beliefs, identities, and interpretations or 
meanings of significant events that result from common experiences of members of 
collectives that are transmitted across generations” (House and Javidan, 2004: 15). These 
cultural attributes are referred to as cultural dimensions: uncertainty avoidance, power 
distance, institutional collectivism (collectivism I), in-group collectivism (collectivism II), 
gender egalitarianism, assertiveness, future orientation, performance orientation, and humane 
orientation. Since the following chapter is almost entirely dedicated to the GLOBE project, at 
this point I am not going into a deeper analysis of the framework provided within this study 
(see Chapter 3 for more information). 
 
2.3 Cultural influences on leadership behaviour  
As it was mentioned beforehand, culture is to society what memory is to individual (Triandis, 
1994).  It consists of standard operating procedures and unstated assumptions – ways of 
perceiving, evaluating, and acting – for a group of people who live in the same historical 
period in the same geographic region of the world (Phatak et al., 2009: 115). The collective 
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attitudes results in collective rules of behaviour and anticipations that impact and control 
majority of beliefs, rules, norms, attitudes, and values. Each person is born within a specific 
culture, and they progressively encounter the delicate internalizing effects of their culture 
throughout numerous formal and informal institutions in the society (like family, educational 
systems, and working institutions). Even though cultures may be characterised accurately as 
being low or high on a particular dimension (e.g. power distance), this direction will not 
probable be typified for all sorts of situations (Triandis, 1994). Within every culture 
individual divergences occur in the acceptance of cultural values such that not all individuals 
of a culture will have features of that particular culture.  
Cultural norms, values, and traditions can impact the behaviour, preferences, and 
attitudes of leaders in numerous different ways (Lord and Maher, 1991; House et al., 1997; 
Adler, 2008). Specific cultural traditions, values, beliefs and norms, which are the 
cornerstones of culture, have a direct impact on leadership (House et al., 2002: 3). The values 
are likely to be internalized by managers who grow up in a particular culture, and these 
values will influence their attitudes and behaviour in ways that may not be conscious (Yukl, 
2010: 455). Cultural norms are displayed in society norms concerning the way people 
associate to each other. Acceptable forms of leader behaviours are depicted in cultural norms, 
which can be sometimes formalized as societal laws constraining the use of power to 
influence actions and the decisions of others. Specifically, leadership is frequently an 
outcome of socially and culturally structured lawful, moral, ethical, and work responsibilities. 
Most supervisors will obey to these societal norms, since the deviation from them can 
outcome in decreased respect and societal pressure from other organization members. A 
number of management researchers have tried to discover if there is a direct association 
among culture and leadership styles. However, researchers do not concur entirely concerning 
the function of values in steering the behaviour of leaders. Studies support the thesis that 
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values do motivate behaviours, but their influence might depend on differences in normative 
pressures as well as situational pressure on individual’s behaviour (Mihelič and Lipičnik, 
2010: 296). 
Furthermore, leadership behaviour is also predisposed by other situational variables in 
addition to societal cultures (House et al., 1997, 2004; Szabo et al., 2001; Schein, 2004; 
Vroom and Jago, 2007; Yukl, 2010). Selected examples include the type of organization (e.g. 
profit versus non-profit) (Schein, 2004), branch of industry (e.g. manufacturing, financial 
services), and the character of managerial position (e.g. position power and authority, 
managerial level, leadership functions) (Yukl, 2010). Sometimes, prevailing organizational 
values may or may not be in accordance with the principal cultural values, particularly if an 
organization is a subsidiary of a foreign corporation. This does not imply that such values are 
wrong and ineffective. Divergent factors determining leader behaviour are not always fitting 
with each other. Various situational variables may have equivalent outcomes across cultures, 
although some other situational variables may interrelate with society culture in multifaceted 
manner. 
Additionally, it is important to remember that, with time, cultures develop as societies 
adjust to evolutions in their internal (political system, customs, and traditions) and external 
milieus (ecological surroundings where the society members dwell and other occurrences 
such as wars). That is, society culture values, norms, and traditions are not static; they change 
over time, even though these changes are usually lengthy. In particular, convergence of 
cultures is occurring constantly though at a fairly slow pace. Each culture learns old customs 
from its antecedents, but as well from its active communications with other civilizations to 
generate new customs, new values, attitudes, and behaviours (Fang, 2005-2006). Indications 
of cultural alterations can be anticipated at the level of young individuals first, who are more 
knowledgeable, educated, and open to new, post-modernistic values, principles, standards, 
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and ethics (Inglehart and Welzel, 2005). At the same time as values change, attitudes 
concerning the skills and behaviours essential for effective leadership are supposed to change 
in the same ways. 
 Studies investigating the impact of societal culture on leadership processes are 
significant, particularly since it helps us derive implications for what global leaders can do to 
be effective in diverse regions of the world. Various leadership functions are comparable 
beyond boundaries and cultures; nevertheless the definition of a successful leader differs 
significantly between cultures. The generally accepted images of leaders in different 
countries are particularly important to be understood. Empirical research evidences indicate 
that there is no single leadership style effective in all cultures (e.g. Gerstner and Day, 1994; 
findings of the GLOBE project). A significant amount of research supports the idea that 
culture acts as a contingency factor in exercising leadership (Phatak et al., 2009: 418). This 
implies that culture-established rules, norms, beliefs, roles, policies, and values concerning 
leadership expectations, the impact leaders have over their followers, and the status and 
prestige that they are given differ between cultures.  
Scholars argue that the leadership style used and leader success will depend on the 
equivalence among the cultural values and leadership processes (e.g. Bass, 1990; House et 
al., 1997, 2004). House and Aditya (1997) conclude that the appropriateness, acceptance, and 
effectiveness of leadership behaviour are primarily a function of congruence with the norms 
of the culture in which the leader functions (Wendt et al., 2009: 360). Undoubtedly, in a 
society with low power distance and long history of egalitarianism, autocratic leadership 
styles are less likely to be effective than in societies with opposite values. Predominant 
opinion among scholars is that leader actions are guided by the core values and beliefs 
(cultural dimensions). Yukl (2006, 2010) argues that the quality of the research on the 
relationship between leadership and culture is reliant on the suitability of the theoretical 
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framework utilized to classify dimensions of culture. Numerous cultural frameworks (some 
of the cultural concepts were discussed previously in this chapter) are suggested by social 
scholars. Each of these frameworks offers an opportunity for researchers to evaluate and 
contrast cultures on the basis of proposed dimensions of culture (Adler 2008; Cullen and 
Parboteeah 2008; Deresky 2006; Phatak et al. 2005; House et al. 2004; Hofstede 1980, 2001, 
2010; Trompenaars and Hampden-Turner 1998; Trompenaars 1993). However, the question 
is which dimensions of culture are the most important and what is the linkage between these 
dimensions and leadership processes?  There is a perceptible deficit of concord on a common 
definition of the concrete dimensions of culture utilized to generate cross-cultural 
assessments (Bertsch, 2012). Without a workable framework to help narrow and guide cross-
cultural leadership research, there is likely to be little coherence to the research being 
conducted (Dickson, et al., 2003: 731).  
 
2.4 An overview of the empirical studies on the relationship between culture and 
leadership  
This section of the chapter examines the current status of empirical studies on the relationship 
between culture and leadership. Specifically, I review empirical studies on the relationship 
between culture and leadership published in a number of selected management and 
psychology journals (see Table 2.1) from January 2008 until June 2012. The filtering of the 
articles was based on the following criteria: 1) it had to be an original empirical study, and 2) 
it had to include keywords such as culture/dimensions of culture and management/leadership. 
Subsequently, I group studies into topics emerged from the review. After that, I review 
empirical studies on the relationship between culture and leadership carried out in Bosnia and 
former Yugoslavia. The chapter structure is rounded with methodological issues occurring in 
this field of leadership research.   
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Table 2.1 Journals researched, with corresponding number of articles found 
 
Journal title 
 
 
Number of 
articles found 
Academy of Management Journal 3 
Academy of Management Executive 0 
Administrative Science Quarterly 1 
British Journal of Management 2 
Journal of Applied Psychology 3 
Journal of Management Studies 1 
Journal of World Business  10 
Journal of East European Management Studies 1 
Leadership Quarterly 11 
Scandinavian Journal of Management 0 
International Journal of Human Resource Management 7 
Total 39 
 
2.4.1 Cross-cultural leadership studies 
Numerous studies reviewed are focused on exploring the cross-cultural dimension of 
leadership (see Table 2.2). As it can be observed from Table 2.2, many of the studies 
distinguish between universal and culture-specific aspects of leader behaviour, whereas other 
are investigating divergences in the correlation of leadership behaviour to outcomes such as 
employee satisfaction, job performance, motivation, leader–member relations, etc. To 
introduce the various aspects of cross-cultural leadership studies, I illustrate this on examples. 
However, only some of the studies depicted within Table 2.2. are described in more details 
(particularly, those studies that are interesting for my work). 
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Many changes have occurred in the way cross-cultural leadership studies are designed 
and implemented since the review made by Bass (1990). In his review, Bass (1990) has 
analysed more than 100 studies aimed at identifying consequences of cultural divergences on 
leader behaviours, preferences, and attitudes. Nearly all of these studies used national 
boundaries to determine cultural units. The method of investigation employed in practically 
all of the studies reviewed by Bass (1990) was the within-group mean comparison of 
aggregated individual responses. From the Bass’s review two main tendencies in the cross-
cultural leadership literature can be distinguished. Firstly, many of the studies attempted to 
investigate applicability of Western leadership theories in the international environment.  
Secondly, even though the research has been conducted in international settings, comparisons 
were made among small groups of nations. In general, the comparisons are being done 
between the United States, Latin American, Western European, and/or Asian countries. For 
that reason, much more is known about the leadership in these regions than in the other parts 
of the world. Furthermore, Bass unveils several deficiencies in the cross-cultural literature. 
First of all, there is a deficit of theoretical cohesiveness between the studies reviewed. 
Though some of the researchers build their studies upon well-established leadership theories, 
many are simply portraying national divergences and utilizing fairly atheoretical academic 
frameworks. Next, Bass discovered scarcity of studies established on more than three or four 
countries, while many researchers have used large convenience samples. Moreover, 
numerous researchers used existing standardized U.S. instruments that could not completely 
depict non-Western/non-U.S. understandings of leadership.  
Immense developments occurred in the cross-cultural leadership theory since the 
Bass’s (1990) review. Cross-cultural leadership studies are regularly founded in theory; they 
include comparison of more than three/four societies, employ more sophisticated quantitative 
and qualitative methods, and more frequently use non-westernised perspectives. Social 
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scientists have examined numerous leadership topics within the cross-cultural context. One of 
the most important developments in the study of cross-cultural leadership in the past several 
years has been the recognition that this is a valid and appropriate field of study, rather than 
being seen simply as an adjunct to cross-cultural research, or to leadership research (Dickson 
et al., 2003: 748). Cross-cultural leadership research makes it possible to verify which aspects 
of a leadership theory are culture specific and which are culture universal (Earley et al., 1995; 
Dorfman, 2004; Earley, 2006). Like Triandis (1993) proposes that leadership investigators 
will be capable to modify theories by exploring cultural discrepancies as parameters of the 
theory. Great reviews of the cross-cultural leadership theory can be found in Dorfman (1996, 
2004), Chemers (1997), Peterson and Hunt (1997), House, Wright, and Aditya (1997) and 
Dickson, Den Hartog, and Mitchelson (2003).  Within this section I present nine out of 
twenty six empirical studies presented in Table 2.2. 
In 2012, Dorfman and associates (2012) have rounded twenty years of the GLOBE 
project with the results of the third phase, where they have explored the influence of society 
culture and culturally endorsed implicit leadership theories on actual behaviour and CEO 
effectiveness. They found (based on a sample of 1060 CEO’s from 40 companies from 24 
countries) that societal cultural values are not direct predictors of CEO’s leadership 
behaviour. Instead, societal culture predecessor factors which impact leadership expectations. 
Five out of six culturally endorsed implicit leadership theories are significantly associated 
with their behavioural equivalents, implying that CEOs are inclined to act in accord with 
societies’ expectations of their leaders. Leader’s efficiency is discovered to be reliant on the 
correspondence between leader’s behaviour and the culturally endorsed implicit leadership 
theories counterpart (three types of leaders: those who fail, those who meet and those who 
exceed expectations) (Dorfman et al., 2012: in press). Leadership performance and 
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effectiveness depend on specific kinds of leadership exhibited. Further, performance and 
effectiveness of particular behaviours differ across cultures, others do not.  
For instance, Kabasakal et al. (2012) explored leadership and culture in the MENA 
region (Egypt, Iran, Israel, Kuwait, Morocco, Qatar, and Turkey) using the GLOBE 
quantitative instruments. Empirical findings expose that attributes that facilitate leadership 
for the MENA region are integrity, inspirational, visionary, administratively competent, 
performance-oriented, team-integrator, diplomatic, collaborative, and decisive. Attributes 
such as being autonomous, face-saver, autocratic, self-centred, and malevolent are found to 
hinder outstanding leadership in the MENA region. The authors defined four sub-clusters 
using hierarchical cluster investigation: sub-cluster 1 includes Iran, Egypt, and Kuwait; sub-
cluster 2 includes Israel and Turkey, while sub-cluster 3 consists of Qatar and sub-cluster 4 
consists of Morocco. Sub-clusters are found to be more or less similar to the grand MENA 
region.  
Hoffman and Shipper (2012) used a sample of 13,480 managers from 50 countries to 
measure connection between managerial skills and cultural values. Their findings indicate 
that cultural values incline to have a greater impact on less skilled managers. On the other 
hand, the interaction impact of culture inclines to fade away when managers are highly 
skilled. 
Mittal and Dorfman (2012) investigated the servant leadership across 62 societies. By 
employing exploratory factor analysis of the 35 leadership attributes from the GLOBE 
quantitative questionnaires that are conceptually related to aspects of servant leadership, they 
came up with a five-factor (egalitarianism, moral integrity, empowering, empathy, and 
humility) resolution based on 27 remaining attributes. All five dimensions were perceived as 
significant for successful leadership across cultures. However, there was substantial 
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discrepancy in degree of endorsement of five dimensions across divergent clusters. 
Egalitarianism and empowering receive stronger support in Nordic/European cultures but less 
in Asian and alike societies. Then again, empathy and humility received much stronger 
support in Asian cultures than European cultures. Furthermore, significant associations were 
discovered among a number of societal cultural values and dimensions of servant leadership: 
power distance had significant negative correlation with egalitarianism, moral integrity and 
empowering; performance orientation was significantly and positively related with 
egalitarianism, moral integrity, empowering and humility; uncertainty avoidance related 
negatively with egalitarianism and empowering, while gender egalitarianism was positively 
related with these dimensions. 
 Walumbwa et al. (2010) have explored the relation between authentic leadership and 
power distance, subordinates’ identification with their direct supervisors and empowerment 
on the sample of 387 employees and 129 direct supervisors from two telecom companies in 
China.  Hierarchical linear modelling results revealed that authentic leadership style was 
positively associated to supervisor-rated organizational citizenship behaviour and work 
engagement, controlling for ideal power distance, type of a company, and subordinates’ 
demographics (e.g. age and gender). These associations were interceded by the subordinates' 
level of identification with the superior and their feelings of empowerment. 
 Kirkman et al. (2009) investigated associations between transformational leadership 
and power distance orientation, organizational citizenship behaviour, and perceptions of 
procedural justice on the sample of leaders and subordinates from the U.S. and China. 
Empirical findings display that personal subordinate’s power distance orientation and their 
group’s collective evaluations of transformational leadership were positively linked with 
subordinate’s procedural justice perceptions. The level of power distance is discovered to 
mediate the cross-level association that transformational leadership style holds with 
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procedural justice; when power distance was lower, the relationship leaned towards positive 
values. Procedural justice related the distinctive and interactive relations of transformational 
leadership and power distance orientation with followers’ organizational citizenship 
behaviour. Nation divergences did not significantly influence these associations. 
 Caliguri and Tarique (2009) explored cross-cultural leadership development 
experiences and effectiveness in global leadership on a sample of 256 global leaders from a 
big UK-based company from 17 countries. Empirical findings reveal that predictors of 
effectiveness in global leadership are high contact cross-cultural leadership development 
experiences and the leaders’ personality features. Further hypotheses analysis established on 
the social learning theory and the contact hypothesis, disclose that extroversion restrains the 
connection between high contact cross-cultural leadership development experiences and 
effectiveness of global leaders: exceptionally outgoing leaders with a larger amount of high 
contact cross-cultural leadership development experiences are found to be the most efficient 
when it comes to global leadership. 
 Jung, Yammarino, and Lee (2009) investigated six dimensions of transformational 
leadership (identifying and articulating a vision, providing an appropriate model, fostering 
the acceptance of group goals, high performance expectations, providing individualized 
support, and intellectual stimulation) using survey advanced by Podsakoff et al. (1990). The 
authors have explored whether transformational leadership and its opposition individualized 
leadership operated at divergent levels of investigation across diverse societies. Findings 
suggested that transformational leadership functioned at the individual level of investigation 
within two samples and was efficient across divergent societies. Particularly, subordinates' 
points of view operated as moderators of the transformational leadership–efficiency 
connection merely in the U.S. sample, whereas collectivistic values had a considerable 
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moderating impact in both samples. Also, findings denoted that individualized leadership 
functioned at the individual level for the Korean and at the dyadic level for the U.S. sample.  
 Wendt, Euwema and Van Emmerik (2009) used a sample of 29,868 managers and 
138,270 corresponding team members from 80 countries to explore endorsement of directive 
and supportive leadership styles, team cohesiveness, the national level of 
individualism/collectivism, and its interconnectedness. It was found that, within 
individualistic oriented cultures leaders do not tend to utilize directive and supportive styles 
often, in contrast to more collectivistic cultures. Team cohesiveness was found to be 
indirectly correlated with individualism - collectivism. Directive leadership and supportive 
leadership are found to be negatively and positively correlated with team cohesiveness and 
these interactions are sturdier in individualistic nations. 
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Table 2.2   Cross-cultural leadership studies 
 
Author(s) and  
year published 
 
Sample size and type Research methodology  
 
Findings 
Dorfman, Javidan, Hanges, 
Dastmalchian, and House 
(2012) 
1060 CEOs, over 5000 CEOs direct reports, 
40 companies in 24 countries (Azerbaijan, 
Austria, Brazil, China, Estonia, Fiji, 
Germany, Greece, Guatemala, India, 
Mexico, The Netherlands, Nigeria, Peru, 
Romania, Russia, Slovenia, Solomon 
Islands, Spain, Taiwan, Tonga, Turkey, the 
United States, and Vanuatu.) 
Interviews with CEOs. Between 6 and 9 top 
management team members were surveyed in order 
to assess the CEOs leadership behaviours, and their 
own internally focused outcomes (e.g., commitment, 
effort, and team solidarity) and externally oriented 
measures of firm performance (e.g., competitive sales 
performance, competitive ROI, and competitive 
industry dominance). 
National culture values do not directly predict CEO 
leadership behaviour. Instead, national culture values 
are antecedent factors which influence leadership 
expectations. Five out of six CLTs are significantly 
correlated with their behavioural counterparts, 
denoting that CEOs are inclined to act in accord to 
societies’ expectations of their leaders. Leader’s 
effectiveness is found to be dependent on the 
congruence between leader’s behaviour and the 
culture’s CLT counterpart (three types of leaders: 
those who fail, those who meet and those who exceed 
expectations). Leadership performance and 
effectiveness depend on specific kinds of leadership 
exhibited. Further, performance and effectiveness of 
particular behaviours differ across cultures, others do 
not.  
 
 
Kabasakal, Dastmalchian, 
Karacay, Bayraktar (2012) 
1216 middle managers from three sectors of 
industry (food, finance, and 
telecommunications), from seven countries 
(Egypt, Iran , Israel , Kuwait, Morocco, 
Qatar, and Turkey) 
Two GLOBE quantitative survey questionnaires (7-
point Likert scale) developed to depict society and 
organizational culture practices and values, and 
leadership expectations.  
To comprehend whether the leadership prototypes in 
the MENA region isolate as a clear pattern, 
hierarchical cluster analysis and K-means cluster 
analysis were utilized.  
Attributes that facilitate leadership for the MENA 
region are Integrity (5.79), Inspirational (5.76), 
Visionary (5.75), Administratively Competent (5.73), 
Performance-Oriented (5.71), Team-Integrator (5.47), 
Diplomatic (5.40), Collaborative (5.36), and Decisive 
(5.34). Being Autonomous (3.79), Face-Saver (3.19), 
Autocratic (3.04), Self-Centered (2.57), and 
Malevolent (1.95) are found to hinder outstanding 
leadership in the MENA region. Four sub-clusters 
defined using hierarchical cluster analysis: sub-cluster 
1 includes Iran, Egypt, and Kuwait; sub-cluster 2 
includes Israel and Turkey, while sub-cluster 3 
consists of Qatar and sub-cluster 4 consists of 
Morocco. Sub-clusters are found to be more or less 
similar to the grand MENA region. 
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Table 2.2   Cross-cultural leadership studies - continuing 
 
Mittal and Dorfman (2012) 17,000 middle managers from 951 
organizations in 62 different societies and 
three different industries.  
Two GLOBE quantitative survey questionnaires 
developed to depict society and organizational culture 
practices and values, and leadership expectations. 
Authors utilized 35 attributes and behavioural 
descriptor items of the GLOBE questionnaires that 
are conceptually correlated to well-identified aspects 
of servant leadership. 
Subsequently, exploratory factor analysis of the 35 
leadership attributes was performed and a 5 factor 
explanations (Eigen values > 1.0) based on 27 items 
was retained. Next, factor analysis using structural 
equation modelling in Amos 16.0 to evidence the 
fitting of the model to the data. 
Attained 5 segments of servant leadership: 
egalitarianism, moral integrity, empowering, 
empathy, and humility. Support of four out of five 
dimensions of servant leadership varied significantly 
across the culture clusters; egalitarianism (F(9,49) = 
4.792, p < 0.01, h2 = 0.468), empowering (F(9,49) = 
2.511, p < 0.05, h2 = 0.316), empathy (F(9,49) = 
2.702, p < 0.01, h2 = 0.332), and humility (F(9,49) = 
3.616, p < 0.01, h2 = 0.399). Societal culture clusters 
had a considerable impact on the endorsement of 
servant leadership dimensions. For instance, almost 
47% of the variability in the endorsement of 
Egalitarianism across societies could be attributed to 
which culture cluster the society belonged to. There 
was no main effect for the dimension of moral 
integrity (F(9,49) = 1.755, p = 0.102). The highest 
level of endorsement was for Moral Integrity (6.08), 
while the lowest level was for empathy (4.64). 
 
Shim and Steers (2012) Senior executives and HR professionals 
from Toyota and Hyundai in Japan and 
Korea. 
Comparative case study, structured interviews, 
supplemented by company and industry reports, as 
well as academic publications and business 
periodicals. The focus of the interviews is based on 
leadership strategies, organizational culture, and 
managerial practices. 
Identified two leadership styles as ‘steady-state’ 
(planning oriented, focus on stability and control, risk 
averse) and ‘entrepreneurial’ (opportunistic, focus on 
flexibility and rapid change, risk acceptance) 
emerging from two divergent national and 
organizational cultures (first having roots in Japanese 
and second in Korean culture).  
 
Caligiuri and Tarique (2012) 420 global leaders (matched with 221 
supervisors) from 41 countries. 
Web-based global leader survey (assessing every 
participant’s participation in global leadership 
developmental experiences, personality 
characteristics, dynamic cross-cultural competencies, 
and demographics) and a supervisor assessment 
survey (each supervisor provided an assessment of 
his or her subordinate who had participated in Survey 
1).  
SPSS 18.0. statistical program was employed for 
analysis. 
Results disclose that blended impact of personality 
features (extraversion, openness to experience, lower 
neuroticism) and cross-cultural experiences 
(organization-initiated cross-cultural work 
experiences, non-work cross-cultural experiences) as 
forecasters of active cross-cultural expertise 
(tolerance of ambiguity, cultural flexibility, reduced 
ethnocentrism). These expertises, consecutively, are 
forecasters of leaders’ rankings of global leadership 
efficiency. 
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Table 2.2   Cross-cultural leadership studies - continuing 
 
Smith, Torres, Leong, 
Budhwar, Achoui, and 
Lebedeva (2012) 
Managers from five nations: 122 from the 
U.K., 101 from Singapore, 246 from Brazil, 
116 from Saudi Arabia, and 129 from 
Russia 
Range of pilot scenarios implemented with managers 
in local languages. Managers rated scenarios 
illustrating indigenous forms of unofficial impact 
whose cultural sources were hidden. Locally 
produced scenarios portrayed episodes of guanxi, 
wasta, jeitinho, svyazi and pulling strings. 
 
Findings shows that informal influence styles 
investigated were rated as illustrative of their locally 
native description and typical of what happens within 
their local cultural framework. 
Though, only jeitinho can fully satisfy the criterion of 
uniqueness. The jeitinho scenarios were observed as 
significantly more typical by Brazilians than by other 
cultures included in the sample. Russians (only 
somewhat more than Brazilians) rated svyazi as 
highly typical. Surprisingly, compared to 
Singaporeans, Brazilians rated guanxi as being more 
typical, and wasta and pulling strings were rated as 
considerably more archetypal by Russians than by 
local respondents. Hence, the majority of influence 
processes investigated should be perceived as culture-
related rather than culture-bound. 
 
Hoffman and Shipper (2012) 13,480 managers from 50 countries Based on survey research and archival value data.  To 
evaluate managerial abilities authors utilized a 
questionnaire advanced by Wilson and Wilson (1991-
The Survey of Management Practices). In total 56 
questions (out 71 questions which consist 
questionnaire) were utilized in the study. To test each 
hypothesis analysis of variances was used.  
 
Findings indicate that for less skilled managers 
cultural values tend to have a greater impact on them. 
On the other hand, when managers are highly skilled, 
the interaction impact of culture tend to fade away. 
 
 
Hirt and Ortlieb (2012) 
 
12 Austrian managers and 30 Bosnian 
business experts. 
Narrative interviews with Austrian managers and 
feedback sessions with Bosnian business experts. 
Identified seven cultural standards: difference in 
negotiation behaviour, relationship orientation, 
interpretation of friendliness, attitude towards time, 
handling of decision making and responsibility, 
customer contact, and understanding of conviviality. 
Also, authors present recommended course of action 
within Bosnian business surrounding. 
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Table 2.2   Cross-cultural leadership studies - continuing 
 
Wanasika, Howell, Littrell, and 
Dorfman (2011) 
818 managers from 263 organizations in the 
five countries: Nigeria, Namibia, Zambia, 
Zimbabwe, and South Africa (black 
sample). 
The investigation is founded on literature review, a 
qualitative investigation of African media reports, 
and quantitative findings from the Global Leadership 
and Organizational Behaviour Effectiveness project. 
GLOBE questionnaires on societal culture, 
organizational culture, and culturally endorsed 
implicit leadership theories are employed. 
Findings generated a number of Sub-Saharan Africa 
common themes that characterize leadership patterns 
across the region. Mutual feature of culture ubuntu 
was mirrored in high levels of group cohesion, 
paternalistic leadership, and humane oriented 
leadership. Though the negative inheritance of 
colonial supremacy has contributed to a culture of 
bribery, poverty, tribalism and violence, charismatic 
leaders often invoke indigenous cultural values and 
methods to overcome these issues.  
 
 
De Luque, Washburn, 
Waldman, and House (2011)  
 520 CEOs (the CEO survey), 1,476 
subordinates (the leadership survey), and 
1,095 subordinates (the outcomes survey), 
from 520 companies. 
A multiple survey and respondent method was 
utilized to collect the data: the CEO survey, the 
leadership survey and the outcome survey; 7-point 
Likert scale.  
Findings indicate that CEOs’ concentrated on 
economic values is correlated with subordinates’ 
perceptions of autocratic leadership, while CEOs’ 
putting emphasis on stakeholder values is linked with 
subordinates’ perceptions of visionary leadership. 
Visionary leadership correlates positively to 
employees’ additional effort, which consecutively 
correlates to firm performance; yet, no association 
was discovered for autocratic leadership.  
 
 
Bosak and Sczesny (2011) Experiment 1: 160 management students 
(83 men,76 women, 1 sex unreported) from 
the University of Bern, Switzerland. 
Experiment 2: 196 participants (106 men, 
90 women) from the University of 
Bern,Switzerland 
Within two experiments authors examined the 
dynamics of stereotype about women and leaders 
incongruity. 
Participants in the first experiment evaluated a target 
group (leaders, men, or women) in a particular year in 
the past, the present and the future with regard to 
gender-stereotypic traits. During second test, 
participants evaluated identical groups in a future 
culture in which the role allocation amid the genders 
was depicted as traditional, same-as-today, or equal. 
 
 
Findings have revealed that the observed incongruity 
among the leader stereotype and the female stereotype 
is a dynamic phenomenon.  
Participants’ attitudes imply erosion of the perceived 
incongruity among leaders and women because of a 
perceived alteration in women’s roles.  
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Table 2.2   Cross-cultural leadership studies - continuing 
 
Wang and Howell (2010) 203 members from 60 work groups in a 
Canadian company. 
Two phases: 1) pilot study to measure the 
psychometric features of dual-level transformational 
leadership on followers scale; 2) main study - 
assessed the reliability and constructs validity of the 
scale and tested the hypotheses. 
Results show that individual- centred leadership style, 
evaluated at the personal level, was positively related 
to task performance and individual initiative; group-
focused leadership behaviour, evaluated at the group 
frame, was positively  related with team performance 
and supporting performances. 
 
 
Walumbwa, Wang, Wang, 
Schaubroeck, and Avolio 
(2010) 
387 employees and their 129 immediate 
supervisors from two telecom companies in 
China. 
Distinct questionnaires were created and 
implemented to 129 supervisors and 387 immediate 
direct reports. Every direct report filled a survey that 
comprised the authentic leadership and power 
distance scales in the phase 1, a second survey that 
assessed identification with their superiors and 
empowerment in the phase 2, and a last survey that 
calculated workers engagement in third phase. 
Hierarchical linear modelling results exposed that 
authentic leadership style was positively associated to 
supervisor-rated organizational citizenship behaviour 
and work engagement, controlling for ideal power 
distance, type of a company, and subordinates’ 
demographics (e.g. age and gender sex). These 
associations were interceded by the subordinates' 
level of identification with the superior and their 
feelings of empowerment. 
 
 
Pekerti and Sendjaya (2010) 279 respondents from Indonesia (staff of 
two educational institutions) and 190 
respondents from four organizations in 
Australia. 
The servant leadership behaviour scale was used to 
calculate servant leadership. Respondents were asked 
to assess leadership behaviours of their present 
supervisor or direct leader, by means of a 5-point 
Likert scale (1= strongly disagree to 5 = strongly 
agree). A 35-item evaluation involving six 
behavioural elements: voluntary subordination, 
authentic self, covenantal relationship, responsible 
morality, transcendental spirituality, and transforming 
influence. The hypotheses were tested with 
MANOVA. 
Study results indicate that Australian and Indonesian 
leaders displayed behaviours that, generally, are 
connected with servant leadership behaviours. Servant 
leadership is exercised in both Australia and 
Indonesia. Furthermore, culture was found to be a 
significant factor in determining what people observe 
as significant amongst the six dimension of servant 
leadership in Australia and Indonesia. 
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Table 2.2   Cross-cultural leadership studies - continuing 
 
Powell and Greenhouse (2010) 528 U.S. managers (matched pairs of 264 
women and 264 men)  
Investigation founded on questionnaire: Femininity 
was evaluated with the femininity scale of the short 
form of the Bem sex- role inventory (scale scoping 
from 1, “never or almost never true,” to 7, “always or 
almost always true”). 
Family role salience was measured by three items 
modified from Lodahl and Kejner’s (1965) job 
involvement scale with the word “family” replacing 
the word “job” (1=“strongly disagree,” 5 = “strongly 
agree”). 
Preferred and actual segmentation of the work 
domain from the family was measured by Kreiner’s 
(2006) scale: 1 = “strongly disagree,” 5 = “strongly 
agree”. 
Work-to-family conflict was measured 
with three dimensions—time-based, strain-based, and 
behaviour-based—by items in the direction of work 
to family from Carlson, Kacmar, and Williams’s 
(2000) work-family conflict instrument (1 = “strongly 
disagree,” 5 = 
“strongly agree”). 
Work-to-family positive spill-over was measured 
with items in the direction of work to family from 
Hanson et al.’s (2006) measure of positive 
spillover. 
Structural equation modelling analysis was 
implemented to examine measurement model, which 
was followed by confirmatory factor analysis to 
measure the structure of the surveyed measures.  
 
Since women were higher on femininity they 
experienced higher positive spill-over than men. 
Though there was no divergence in experienced levels 
of conflict between men and women,   individuals 
who scored higher on assessed family role salience, 
which was positively related to femininity, 
experienced lower levels of conflict. Role division 
decreased conflict and at the same time had the 
unintentional consequence of reducing positive spill-
over. 
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Table 2.2   Cross-cultural leadership studies - continuing 
 
Chen, Kirkman, Kim, and Farh 
(2010) 
 
 
 
 
 
 
 
 
 
 
 
556 expatriates representing 50 diverse 
nationalities in 31 foreign, U.S. based 
subsidiaries. 
Surveys implemented in English language, with scale 
ranging from 1=strongly disagree, to 5=strongly 
agree: 
Ang et al.’s (2007) five-item motivational cultural 
intelligence was utilized to measure expatriate cross-
cultural motivation. 
Black and Stephens’s (1989) three-item measure was 
utilized to calculate expatriates’ work adjustment. 
Expatriate job performance was calculated by 
performance appraisal ratings from corporation 
documentation. 
Kraimer and Wayne’s (2004) 12-item expatriate-
specific perceived organizational support scale was 
employed to calculate subsidiary support. 
Keeping in line with the definition of cultural 
distance (Shenkar, 2001), authors have built up a 
new, more straight measure of cultural distance: six 
items concerning the amount to which diverse 
cultural attributes (i.e., religions and rituals, values, 
beliefs, norms, customs, ways of conducting 
business) in their host country/foreign subsidiary 
were alike to or dissimilar from those in their home 
country. 
 
 
Findings indicate that expatriate cross-cultural 
motivation was more positively associated to work 
adjustment - and that work adjustment was more 
probable to arbitrate the positive connection among 
cross-cultural motivation and job performance - when 
expatriates were appointed to foreign subsidiaries 
typified by lower levels of subsidiary support and 
cultural distance. 
Kirkman, Chen, Farh, Chen, 
and Lowe (2009) 
560 followers and 174 leaders in the 
People’s Republic of China and United 
States. 
Podsakoff et al.’s (1990) questionnaires assessing the 
transformational leadership of the supervisors, 
individuals’ perceptions of procedural justice, power 
distance orientation, and organizational citizenship 
behaviour. Likert-type scales (1 = strongly disagree, 
and 7 = strongly agree). 
Translation and back-translation into Chinese.  
Niehoff and Moorman’s (1993) six-item measure of 
procedural justice. 
Eight-item individual-level measure from Earley and 
Erez (1997) for power distance orientation. 
Podsakoff et al.’s (1990) 24-item, five-dimension 
measure of OCB. Confirmatory factor analyses using 
LISREL to establish validity and to support 
equivalence of the measures. 
Discovered that individual follower’s “power 
distance” orientation and their group’s collective 
assessments of transformational leadership were 
positively correlated with follower’s procedural 
justice perceptions. The level of power distance is 
discovered to mediate the cross-level association that 
transformational leadership style hold with procedural 
justice; when power distance was lower, the 
relationship leaned towards positive values. 
Procedural justice, consecutively, related the 
distinctive and interactive relations of 
transformational leadership and power distance 
orientation with followers’ organizational citizenship 
behaviour. Nation divergences did not significantly 
influence these association 
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Table 2.2    Cross-cultural leadership studies - continuing 
Atwater, Wang, Smither, and 
Fleenor (2009) 
964 managers from 21 countries who took 
part in leadership development programs 
that utilized the Benchmarks 360° feedback 
instrument (Center for Creative Leadership, 
2004). Ratings of 9645 leadership were 
acquired from 3,576 direct reports and 
3,616 peers. 
 
Leadership ratings were attained through benchmarks 
360° feedback instrument (Center for Creative 
Leadership, 2004), which consists of 22 scales: 16 
scales (in Section 1) deal with managerial skills and 
perspectives and 6 scales (in Section 2) deal with 
potential flaws. The self-form and the rater form are 
equivalent. The participants ranked the degree to 
which specific individual exhibit each one of the 
features on a scale scoping from 1 = not at all, to 5 = 
to a very great extent. 
The method of measuring individualism/collectivism, 
assertiveness, and power distance were taken from 
the GLOBE research project. 
By employing multilevel modelling, it was found that 
culture specific features moderated the relationships 
among self and other’s rating s of leadership. In 
particular, the connection amid self and subordinate 
ratings, as well as among self and peer ratings, was 
more positive in nations that are typified by high level 
of assertiveness and in countries typified by high 
power distance.  
Moreover, the authors have revealed a lenience bias in 
individualistic societies for self, peer, and subordinate 
rankings.  
 
Elenkov and Manev (2009) 153 senior expatriate managers and 695 
followers from organizations in 27 nations 
of the European Union. Sampling strategy 
following the example set by the GLOBE 
project.  
 
Two versions of questionnaires: first version was 
created for the senior expatriates measured cultural 
intelligence, but not visionary–transformational 
leadership behaviours and the second one, which was 
designed for the immediate subordinates, basically 
calculated the senior expatriates’ visionary–
transformational leadership. 
Translation and back-translation. 
A direct impact of senior expatriates’ visionary–
transformational leadership style on the pace of 
innovation implementation was shown by results. 
Cultural intelligence was found to restrict the impact 
of senior expatriates’ management on organizational 
innovation, however not on product-market 
innovation. Cultural intelligence was discovered to 
perform a mediocre role in the association of 
visionary–transformational leadership and the pace of 
organizational innovation. 
Senior expatriate managers with higher cultural 
intelligence are more likely to motivate, inspire, and 
direct subordinates more effectively, overcome intra-
organizational impediments, and promote 
organizational innovation. 
Caligiuri and Tarique (2009) 256 global leaders from a large UK-based 
diversified company (largely in the 
chemical industry) from 17 countries.  
 
Web-based e-survey assessing  
participant’s traits, cross-cultural leadership 
development experiences, effectiveness in global 
leadership activities, and personal demographics. 
Discovered that high contact cross-cultural leadership 
development experiences and the leaders’ personality 
features were predictors of effectiveness in global 
leadership actions. Hypotheses testing based on social 
learning theory and the contact hypothesis, 
extroversion is discovered to restrain the association 
among high contact cross-cultural leadership 
development experiences and effectiveness on global 
leadership activities: extremely extroverted leaders 
with a greater number of high contact cross-cultural 
leadership development experiences are the most 
effective on global leadership activities. 
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Table 2.2   Cross-cultural leadership studies - continuing 
 
Jung, Yammarino, and Lee 
(2009) 
108 leaders and 222 subordinates from the 
U.S., and 103 leaders and 304 subordinates 
from Korea.  
Survey created by Podsakoff et al. (1990) was used 
to measure transformational leadership- six 
behaviours: identifying and articulating a vision, 
providing an appropriate model, fostering the 
acceptance of group goals, high performance 
expectations, providing individualized support, and 
intellectual stimulation. 
Translation and back-translation according to 
Brislins (1986) recommendations.   
By employing a multi-level approach authors have 
examined whether transformational leadership 
processes, and individualized leadership, operated at 
divergent levels of analysis across different 
countries. Findings suggested that transformational 
leadership operated at the individual level of 
investigation in both samples and was efficient 
across divergent societies. Particularly, followers' 
attitudes served as moderators of the 
transformational leadership–effectiveness association 
only in the U.S. sample, whereas collectivistic 
orientation had a considerable moderating impact in 
both samples. Also, findings indicated that 
individualized leadership operated at the dyadic level 
for the U.S. sample and at the individual level for the 
Korean sample. 
 
 
Magoshi and Chang (2009) 370 individual questionnaires were 
gathered from nine Korean organizations, 
and 212 from ten Japanese organizations. 
Qualitative in-depth interviews with 
HR managers were utilized to inform how 
organizations implemented their diversity 
management practices. 
Survey implemented in 2004 enquiring about the 
diversity management practices (five dimensions: 
compensation, promotion, training, leadership at the 
managerial level, use of family friendly policies) and 
their influence on employees’ commitment of a 
particular company. 
The dependent variables were asking about 
employee organizational commitment (six items of 
the affective organizational commitment deriving 
from Meyer and Allen, 1991). 
The mediator variables were asking employees about 
their perception of procedural justice (items derived 
from Price and Mueller, 1986). 
Control variables: age, gender, tenure, and 
education. 
Empirical findings suggest that diversity 
management practices generate positive consequence 
on employees’ organizational dedication, which was 
mediated by their observation of procedural justice. 
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Table 2.2    Cross-cultural leadership studies - continuing 
 
Chen and Kao (2009) 160 non-Chinese subordinates from 31 
overseas branches based in Taiwan of the 
large Chinese multinational corporation. 
Questionnaires: 
Paternalistic leadership was assessed by the 27-item 
Chinese paternalistic leadership scale comprising 
three styles (the benevolent style, moral style, and 
authoritarian style) was adapted from Cheng and et 
al. (2000, 2004). 
Psychological health conditions were measured by 
the 28-item General Health Questionnaire (GHQ-28). 
Uncertainty avoidance was assessed with the 5-item 
uncertainty avoidance index adopted from work by 
Hofstede (1984), Budner (1962), and Norton (1975). 
 
 
Findings have revealed that the moral and 
authoritarian styles of the Chinese paternalistic 
leadership added negatively to psychological health in 
the place of work, a diverse example of outcomes 
when compared to studies implemented with Chinese 
subordinates in earlier studies. Uncertainty avoidance 
was found to partially moderate this distinctive 
leader-follower connection. In particular, when non-
Chinese subordinates had higher uncertainty 
avoidance value orientation, the negative impacts of 
their manager’s moral approach on their 
psychological health was declining. 
 
 
Wendt, Euwema and Van 
Emmerik (2009) 
29,868 managers and 138,270 
corresponding team members in 80 
countries 
Questionnaires survey:  
Team cohesiveness was assesed with nine items, 
involving all three components of team cohesiveness; 
interpersonal attraction, commitment to the task and 
group pride (a 6-point scale). 
Directive and supportive leadership styles were 
measured with the scales of Litwin and Stringer 
(1968) (a 6-point range). 
Two types of operationalization of individualistic–
collectivistic national cultures were used: Hofstede's 
(2001) and GLOBE (House et al., 2004).  
Multilevel examination was utilized to test the 
hypotheses, correlating societal individualism–
collectivism, with two leadership styles, and with 
team cohesiveness. 
 
 
 
 
It was found that, within individualistic oriented 
cultures leaders do not tend to utilize directive and 
supportive styles often, in contrast to more 
collectivistic cultures. Team cohesiveness is not 
directly correlated with individualism - collectivism. 
Directive leadership and supportive leadership are 
negatively and positively correlated with team 
cohesiveness and these interactions are sturdier in 
individualistic nations.  
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Table 2.2   Cross-cultural leadership studies - continuing  
 
Seak and Enderwick (2008) 40 New Zealand expatriate managers in 
China. 
Survey questionnaire comprising 28 questions 
significant to participants’ experience of expatriation 
in China, alienated into five sections (background 
information and their eligibility to participate; 
questions related to expatriate assignment in China; 
expatriate selection; participants’ experiences in 
China; ways in which expatriate assignments in 
China were managed). 
Two pilot studies preceding research. 
 
 
Results indicate that cultural factors are important in 
each portion of life in China, including business 
tradition and management. Besides cross-cultural 
expertise, it is extremely significant for expatriates in 
China to hold cross-functional capabilities, cross-
cultural communication competencies, and training 
skills.  
 
Jackson, Amaeshi and Yavuz 
(2008) 
 
 
 
 
34 supervisors from 6 SMEs managed by  
Kenyan Africans, Kenyan Asians and 
Kenyan British. 
Six case studies, interviews with managers from the 
Kenyan SMEs.  
Findings reveal that paternalism appears to be a 
general topic in the way cultural impacts are blended, 
recommending divergent kinds of paternalism for in-
group and out-group members of organizations. This 
may lead to a possible success for local SMEs. 
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2.4.1.1 Emic versus etic perspectives  
Cross-cultural leadership research distinguishes between universal (etic) and culture-specific 
(emic) aspects of leader behaviour. The terms emic and etic are drawn from earlier work in 
linguistics and anthropology (Bass, 1990). Pike (1967) used the terms emic and etic in 
analogy with linguistic terms phonetics (general aspects of vocal sounds and sound 
production in languages) and phonemics (sounds used in a particular language) (Bass, 1990; 
Brislin, 1983; Den Hartog et al., 1999; Peterson and Hunt, 1997). Culture unique aspects that 
are not comparable across cultures are labelled emics, whereas culture universal phenomena 
are categorized as etics. Specifically, “a phenomenon is etic if all cultures can be assessed in 
terms of a common metric with respect to the phenomena; thus cultures can be compared in 
terms of etic phenomena. In contrast to etic phenomena, emic phenomena are culture specific 
phenomena that occur in only a subset of cultures” (House et al., 1999:192).  
Generally, culture-specific analysis concentrates on a single culture and utilizes 
quantitative and qualitative methods to investigate leader behaviour of interest. Since cultures 
are divergent, emic approach presumes that leadership processes should mirror these 
divergences. Culture-specific approach mirrors the idea that specific leadership behaviours 
and concepts are expected to be unique to a particular culture. Emic studies offer 
descriptively rich information regarding how leadership concepts are endorsed in a particular 
culture. Some cross-cultural scholars are sceptical about the existence of leadership 
universals and seriously question whether the search for leadership universals is fruitful 
(Dorfman, 2004: 321). For example, the GLOBE project (House et al., 2004) results indicate 
that there are leadership features that are distinguished as contributing to successful 
leadership in particular cultures, but as an obstruction in others. Examples include leader 
attributes such as risk taker, orderly, elitist, ambitious, compassionate, independent, etc.  
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 On the contrary, etic or universal approach supposes that, since all leaders, regardless 
of their cultural background, have had to inspire, motivate, and provide guidance to people, 
main leadership processes should be analogous across cultures. Hence, it should be probable 
to detect leader attributes and behaviours, and leadership theories that are universal across 
cultures. In other words, specific leadership concepts are universal in the meaning that they 
are comparable, although not evenly significant across cultures. The GLOBE project (House 
et al., 2004) have proven that number of leadership attributes are universally perceived as 
contributing to outstanding leadership. Many of these features are portrayed in the following 
chapter, which is entirely devoted to the GLOBE research project. An etic method allows 
researcher to empirically test whether there are universally effective leadership patterns.  
 Both, emic and etic perspectives are valid, and many cross-cultural leadership 
research designs will incorporate both perspectives (Brett et al., 1997). Combination of emic 
and etic aspects of culture is necessary for construct development and more precise 
measurement, since these two aspects are complementary, not incompatible (Dorfman, 2004). 
Sole etic approach might neglect the distinctiveness of a particular culture, while sole emic 
approach restricticts the expansion of universal principles. Employing both etic constructs 
and emic measures has the benefit of more accurate measurement; it permits researchers to 
correlate emic items to etic constructs and to depict leadership as it is uniquely manifested in 
each cultural unit studied (House, Wright, and Aditya, 1997).  
 
2.4.1.2 Issues remaining in cross – cultural leadership research 
The cross-cultural leadership research reveals significant divergences that are relevant for 
beliefs regarding effective leadership and actual behaviour of leaders (Yukl, 2010). Then 
again, the use of widely-defined leadership behaviours and styles makes it challenging to 
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comprehend cross-cultural divergences in behaviour. Most empirical research supports the 
conclusion that, while several popular leadership theories developed in the west may be 
applicable to other cultures, cultural contingencies exist and will likely affect the strength of 
relationships between theoretical constructs, the conceptualization and measurement of 
constructs, and the specific expression of how leadership is enacted (Dorfman, 2004: 338). 
Many research questions need to be examined more closely in the future (Yukl, 2010: 465): 
1. How does actual behaviour of leaders differ across cultural value clusters and for 
different countries? 
2. How are leader values and behaviours jointly influenced by personality (and 
developmental experiences), company culture, and national culture? 
3. How useful is the distinction between actual and ideal cultural values for 
understanding implicit theories of leadership and patterns of leadership behaviour? 
4. How difficult is it to change an organization's cultural values when they are not 
consistent with the societal values where the organization's facilities are located? 
5. How fast are cultural values changing, and what are the primary determinants of 
culture changes that are relevant for leadership?  
6. What types of leadership traits, skills, and developmental experiences are most useful 
to prepare someone for a leadership assignment in a different culture? 
 
2.4.1 Other studies on the relationship between leadership and culture 
Many of the studies on the relationship between leadership and culture are implemented 
throughout the categorization and measurement of dimensions of society culture. Variety of 
cultural dimensions is explored within the leadership literature. In this chapter I have already 
presented some of the most influential concepts of culture which has been based on the 
classification and evaluation of cultural dimensions. Dimensions of culture identified by 
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Geert Hofstede (1980, 1991, 2001) are unquestionably the most widely accepted and, at the 
same time, very criticized. The next relevant conceptualizations of cultural dimensions 
incorporate those developed by Kluckhohn and Strodtbeck (1961), Trompenaars and 
Hampden-Turner (1997), Schwartz (1992, 1994a, 1994b, 1999, 2004), and dimensions 
identified within the GLOBE project (e.g., House, Hanges, and Ruiz-Quintanilla, 1997; 
House et al., 1999; House et al., 2004). Other subjects investigated concern the influence of 
gender and age on leadership behaviours and styles. 
What follows in this part is the review of studies exploring how society cultural 
dimensions, gender, and age are linked to leadership attitudes, behaviour and styles. Many 
studies presented in Table 2.3 are focused on investigating the impact of gender and/or 
persons’ masculinity and femininity orientation on leadership styles and behaviours, while 
others are focused on the impact of power stratification, uncertainty avoidance, age, and 
other. Seven studies (out of thirteen studies portrayed in Table 2.3) are presented. 
Kark, Waismel-Manor and Shamir (2012) have investigated the connection between 
managers’ perception of femininity and masculinity and transformational leadership style on 
the matched sample of 930 subordinates of 76 managers from a big Israeli bank. Their 
findings suggest that among female and male managers ‘androgyny’ (mixing femininity and 
masculinity) had significantly stronger relationship to transformational leadership and 
subordinates' relationship than ‘non-androgyny’, and that managers' femininity was more 
sturdily linked to leadership effectiveness than masculinity. Furthermore, women were found 
to experience greater consequence for not being observed as ‘androgynous’, contrasted to 
men with respect to personal identification. While investigating identical vs. cross-gender 
interactions, the authors have discovered that ‘non-androgynous’ male managers were ranked 
higher by their male subordinates than by their female subordinates. On the whole, findings 
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recommend that man and women aiming at being perceived as effective leaders should blend 
feminine and masculine behaviours. 
Douglas (2012) investigated gender based transformational leadership effectiveness 
on a sample of 750 employees of a U.S. manufacturing company. Overall findings disclosed 
that female leaders were rated as more effective than male leaders on the whole, however a 
fine-grained examination of leader–subordinate dyads exposed that the male leaders gained 
more than the female leaders from the utilization of transformational leadership in the leader 
behaviour–leader effectiveness correlations. 
Rus, Van Knippenberg and Wisse (2012) measured connectedness between leaders' 
sense of power, leaders' perceived accountability, and leaders’ self-serving behaviour. The 
study was implemented on a Dutch sample comprising business administration students and 
undergraduates and UK managers. Empirical findings indicate that accountability was found 
to moderate the effects of power on leaders’ self-serving behaviour. Powerful accountable 
leaders behaved less self-servingly than their non-accountable counterparts. Behaviours of 
leaders low on power distance were not influenced as strongly by the explicit presence of 
accountability restraints. In general, findings propose that holding powerful leaders 
responsible for their behaviour could operate as a powerful instrument to inhibit possible self-
serving actions on their part. 
A study implemented by Bellou (2011), on a sample of 2008 employees from 40 
Greek companies, reveal that men and women do hold divergent positions of how the ideal 
leader behaves. Furthermore, it was found that subordinates perceive people orientation as the 
most significant behaviour to be exhibited by leaders, while change orientation as the least 
significant. Women tend to value people and change orientation more than men. Successful 
leader is considered equally significant by individuals, regardless of gender. The need for 
achievement is accountable for greater differences in perceptions of the preferred leader style, 
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verifying the fact that men and women cannot be considered as uniform groups when 
investigating leadership preferences. Need for achievement was found to have a significant 
positive impact on all three leadership dimensions (change orientation, people orientation, 
and task orientation). Women with high achievement incline to have higher anticipations in 
terms of people, change, and task orientation than men with high need for achievement; men 
with low need for achievement are more probable to expect such behaviours than women 
with low need for achievement. 
Vinkenburg, Van Engen, Eagly and Johannesen-Schmidt (2011) explored the 
stereotypical beliefs regarding leadership style of participants with substantial management 
experience on the sample of U.S. and Dutch managers. Findings indicate that participants 
presume that women exhibit more transformational and contingent reward behaviours, and 
fewer management-by-exception and laissez-faire behaviours than men (Vinkenburg et al., 
2011:10). Furthermore, inspirational motivation was observed as significantly more 
significant for men rather than women and particularly essential for upgrading to CEO. On 
the contrary, individualized consideration was observed as more significant for women than 
men and particularly significant for promotion to senior management. 
Rosette and Tost (2010) investigated (within two subsequent studies) how role 
prescriptions confer advantage to top women leaders. In general, findings endorse the 
existence of a qualified female leadership advantage. The first study reveals that only when 
success was internally accredited that women top leaders were assessed as more agentic and 
more communal than men top leaders. The second study indicates that the favourable ratings 
were distinctive to top-level positions and further displayed that the effect on agentic features 
was mediated by perceptions of double standards, while the effect on communal traits was 
mediated by expectations of feminized management skills. Also, second study revealed that 
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top women leaders were assessed most positively on overall leader efficiency, and this 
outcome was mediated by both mediators. 
 Oshagbemi (2008) explored relations between age, gender, hierarchy and leadership 
styles on the sample of 409 UK managers. Results disclose direct relationship among age and 
the consultative, participative and delegative leadership styles. As managers were older, the 
more consultative, participative and delegative leadership styles they utilized, preferring more 
collective decisions, which was rather contrary from younger managers who appear content 
to take decisions that may not unavoidably get the backing of the majority of workers. 
Findings disclose direct link between hierarchy and consultative and participative leadership 
style, but not with directive and delegative leadership. Though gender itself appears not to 
influence the outcome in significant and methodical manner, several variables, involving 
gender and hierarchy, for instance, exhibited to be beneficial in elucidating the multifaceted 
leadership styles.   
 
2.4.1.1 Concluding remarks  
From the previously presented review on the interconnectedness of societal culture 
dimensions and leadership research, it can be perceived that authors mainly focus on the 
impact of a particular culture dimension on leadership styles and processes. However, it is 
known that the cultural dimensions can be concurrently active in influencing leaders and 
subordinates. Furthermore, the quality of the investigation of the relationship between 
leadership and culture is dependent on the appropriateness of the theoretical framework 
utilized to categorize dimensions of culture. Numerous cultural frameworks (some of the 
culture concepts were discussed previously in this chapter) are suggested by social scholars. 
Each of these frameworks offers an opportunity for researchers to evaluate and contrast 
cultures on the basis of proposed dimensions of culture. However, the question is which 
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dimensions of culture are the most important and what is the linkage between these 
dimensions and leadership processes?  There is a perceptible deficit of concord on a common 
definition of the concrete dimensions of culture utilized to generate leadership assessments. 
Same applies to leadership; there is no commonly agreed definition of leadership. Hence, 
there is still some vagueness concerning the best approach to execute the dimensional 
approach to culture, and this certainly influence the way these dimensions can be utilized to 
the field of leadership.  
Similar limitations emerge for other subjects investigated within this review. The use 
of broadly-defined leadership behaviours and styles makes it challenging to comprehend 
divergences in behaviour. Researchers frequently depict leadership in line with their personal 
perspectives and the aspects of the phenomenon of main interest to them.  Furthermore, as it 
has been already mention within this chapter, there is no commonly agreed definition of 
culture. Hence, there is no single theoretical framework to execute these approaches. This 
undoubtedly impacts the best way to implement these studies, and sheds light on findings 
obtained and explanations of findings. 
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Table 2.3 Studies on the relationship between culture and leadership   
 
Kark, Waismel-Manor, and 
Shamir (2012) 
Matched samples of 930 employees of 
76 managers from a large Israeli bank.  
Transformational leader behaviour was 
measured  with16 transformational leadership 
items from the short version of Bass and 
Avolio's Multifactor Leadership Questionnaire 
5X (MLQ, Antonakis et al., 2003), based on a 5-
point scale. 
To measure identification with the manager an 
eight-item measurement including 7-point scale 
advanced by Kark et al. (2003) was utilized.  
Perceived ‘masculinity’ and ‘femininity’ of the 
manager was measured with items selected from 
Bem's (1974) Sex Role Inventory (BSRI). 
 
Findings indicate that between male and female 
leaders ‘androgyny’ was more strongly 
connected to transformational leadership and 
followers' association than ‘non-androgyny’, and 
that leaders' ‘femininity’ was more sturdily 
correlated to leadership efficiency than 
‘masculinity’. 
Women had to deal with greater consequence for 
not being androgynous’ (having ‘femininity’ and 
‘masculinity’ values), contrasted to men with 
respect to individual recognition. 
Authors, while investigating identical vs. cross-
gender interactions, have discovered that ‘non-
androgynous’ male managers were ranked 
higher by their male subordinates than by their 
female subordinates. 
Overall, findings recommend that man and 
women aiming at being perceived as effective 
leaders should blend ‘feminine’ and ‘masculine’ 
behaviours. 
  
 
Chaturvedi, Zyphur, Arvey, 
Avolio , and Larsson (2012) 
7,068 identical and 5,044 fraternal 
(same sex) twins from Sweden. 
A self-report four-item measure of emergent 
leadership was processed in the survey. 
Results indicate that a genetic factor is able to 
elucidate a substantial quantity of the difference 
across individuals in envisaging how twins 
observe their emergent leadership behaviour 
(about 44% for women and 37% for men). Also, 
it was found that the extent of genetic effect on 
emergent leadership differed with age, but only 
for women with the heritability estimation being 
highest for the mid-age women vs. lowest for the 
older women.  
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Table 2.3  Studies on the relationship between culture and leadership  - continuing 
 
Douglas (2012) 750 full-time members of the 
manufacturing personnel of a 
Midwestern U.S. producer of 
engineered plastic systems and 
components used in industrial 
applications. 
Leader effectiveness was assessed by both 
employees and unit leaders' direct supervisors.  
Three items on a five-point Likert scale 
(1=strongly disagree, 5=strongly agree) were 
assessed. 
Transformational leadership was assessed with 
20 items from the Multifactor Leadership 
Questionnaire (MLQ-5X) advanced by Bass and 
Avolio (2000); five-point Likert scale. 
Leader–member exchange (LMX) was 
measured by means of the seven-item scale 
advanced by Scandura and Graen (1984); five-
point Likert scale. 
Even thought findings revealed that female 
leaders were rated as more efficient than male 
leaders on the whole, a fine-grained examination 
of leader–subordinate dyads exposed that the 
male leaders gained more than the female 
leaders from the utilization of transformational 
leadership in the leader behaviour–leader 
effectiveness correlations.  
Loi, Lai, and Lam (2012) 111 full-time employees in Macau 
(sales agents and their immediate sales 
managers working in the Macau branch 
of a major insurance company based in 
the U.S.) 
A questionnaires survey based on a 5-point 
Likert-type scale asking about affective 
commitment (8 items developed by Allen and 
Meyer, 1990), task performance (7-item 
scale developed by Williams and Anderson , 
1991), extra-role performance (10-item scale 
advanced by Pearce and Gregersen's, 1991), and 
power distance orientation (6 items advanced by 
Brockner et al. ,2001 and Earley and Erez 
,1997). 
Positive correlations among supervisors' and 
subordinates' affective commitment, and among 
subordinates' affective commitment and their 
task and extra-role performance. The association 
amid supervisors' and subordinates' affective 
commitment was stronger between subordinates 
having low power distance orientation. 
Rus, Van Knippenberg and 
Wisse (2012) 
Study 1: 82 Dutch business 
administration students. 
Study 2: 87 Dutch undergraduates. 
Study 3: 166 UK managers  
Experimental manipulations and individual 
difference measures. 
Questionnaire survey based on 5-point scales 
(1=strongly disagree, 5=strongly agree) 
measuring leaders' sense of power, leaders' 
perceived accountability, and leaders self-
serving behaviour.  
Accountability was discovered to restrain the 
impacts of power on leader self-serving 
behaviour. Powerful accountable leaders 
behaved less self-servingly than their non-
accountable counterparts. Behaviours of leaders' 
low on power distance were not influenced as 
strongly by the explicit presence of 
accountability restraints. In general, findings 
propose that holding powerful leaders 
responsible for their behaviour could operate as 
a powerful instrument to inhibit possible self-
serving actions on their part. 
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Table 2.3   Studies on the relationship between culture and leadership  - continuing 
Bellou (2011) 2008 employees from 40 companies 
(government, utilities, the health, the 
transportation, and the banking sectors) 
in Greece 
Preferred leadership style was measured with 
instrument advanced by Ekvall and Arvonen 
(1991), comprising of 36 items, with 4-point 
Likert scale.  
Need for achievement was measured with five 
items advanced by Parker and Chusmir (1991), 
five-point, Likert type. 
 
Findings indicate that men and women do hold 
divergent positions of how the ideal leader 
behaves. Furthermore, it was found that 
subordinates perceive people orientation as the 
most significant behaviour to be exhibited by 
leaders, while change orientation as the least 
significant. Women tend to value people and 
change orientation more than men. Successful 
leader is granted even importance from 
employees, regardless of their gender. The need 
for achievement is accountable for greater 
differences in perceptions of the preferred leader 
style, verifying the fact that men and women 
cannot be considered as uniform groups when 
investigating leadership preferences. Need for 
achievement was found to have a significant 
positive impact on all three leadership 
dimensions. Women with high achievement 
incline to have higher anticipations in terms of 
people, change, and task orientation than men 
with high need for achievement; men with low 
need for achievement are more probable to 
expect such behaviours than women with low 
need for achievement. 
Vinkenburg, Van Engen, 
Eagly, and Johannesen-
Schmidt (2011) 
Study 1: 122 U.S. and 149 Dutch 
participants, mainly (75%) managers. 
Study 2: 237 U.S. and 277 Dutch, 
mainly (73%) managers. 
Multifactor Leadership Questionnaire (MLQ 
Form 5-X; Centre for Leadership Studies, 2000) 
measuring stereotypical beliefs regarding 
leadership style of participants with substantial 
management experience.  
 
Findings reveal that respondents presume that 
women are prone towards transformational and 
contingent reward actions, and less 
management-by-exception and laissez-faire 
activities than men. 
Moreover, inspirational motivation was 
observed as more important for men than for 
women and especially important for promotion 
to CEO. On the contrary, individualized 
consideration was observed as more significant 
for women than men and particularly significant 
for promotion to senior management. 
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Zacher, Rosing, and Frese 
(2011) 
106 German university professors and 
one scientific assistant of every of the 
professors contributed to the 
investigation. 
Legacy beliefs were calculated with the six self-
report legacy items from McAdams and de St. 
Aubin's (1992) Loyola Generativity Scale 
(LGS), consisting of 5-point ranging from 1 
(completely disagree) to 5 (completely agree). 
Leadership behaviours were calculated with the 
German version of the Multifactor Leadership 
Questionnaire (MLQ 5X-Short, Avolio and 
Bass, 2004). 
 
Findings revealed that at higher ages, low legacy 
beliefs obstruct, and high legacy beliefs help 
sustain overall transformational and 
transactional leadership. Regression analyses 
revealed that legacy beliefs positively envisaged 
overall transformational leadership and the sub-
dimensions of charisma and intellectual 
stimulation, and overall transactional leadership 
and its active management-by-exception sub-
dimension, but negatively envisaged passive-
avoidant leadership. 
Furthermore, older university professors were 
rated by their scientific assistants as more 
passive-avoidant than younger university 
professors. On average, female professors in our 
sample, reported higher legacy beliefs than the 
male professors. 
 
Yang, Zhang and Tsui 
(2010) 
491 frontline employees, 98 frontline 
supervisors, and 30 middle 
managers  from three organizations 
located in North-eastern and South-
eastern China (two telecommunication 
companies and one branch of a 
commercial bank) 
Three questionnaires: one for frontline 
employees (questions concerning the 
transformational leadership of supervisors and 
the employees’ personal collectivistic value), 
one for frontline supervisors (questions 
concerning the transformational leadership of 
middle managers, the job performance of their 
direct subordinates, and the supervisors’ 
individual power distance value), and one for 
middle managers (asking to report on the senior 
managers’ transformational leadership).  
 
Findings support set research hypotheses: there 
is a direct impact from middle managers to 
workers, bypassing the influence of workers’ 
direct supervisor (the bypass effect);  bypass 
effect is restrained by the workers’ collectivistic 
value;  a cascading of leadership behaviours 
from middle managers to first-line supervisors, 
whose transformational leadership then 
enhances employees’ performance (the 
cascading effect); this cascading effect is 
moderated by the supervisors’ power distance 
value.  
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Cicero, Pierro, and Van 
Knippenberg (2010) 
368 employees from four Italian 
companies: 81 from a big 
petrochemical company, 95 from a 
medium-size manufacturing company, 
66 from a big electronics company, and 
126 from a large aerospace company.  
Questionnaire administered individually.  
Participants were asked to refer to their job 
position, work team/unit and the leader of the 
same unit on six point response scales ranging 
from 1=strongly disagree to 5=strongly agree). 
Findings reveal that role ambiguity lead 
individuals to turn to their group memberships, 
producing leadership effectiveness more 
dependent on the degree to which leaders are 
group prototypical. Role uncertainty and leader 
group prototypicality interconnected in 
predicting observed efficiency, job contentment 
and turnover objectives  such that leader group 
prototypicality was more sturdily related to 
leadership efficiency for employees stumbling 
upon greater role uncertainty. 
 
 
Rosette and Tost (2010) Study 1: 323 undergraduate and 
graduate students.  
Study 2: 106 graduate and 
undergraduate students 
Two experimental session (“reading between 
the lines” and “job description”) constructed as 
a 2 (leader gender: female, male) x 2 
(performance: failure, success) x 3 (attribution: 
internal, external, control) between-subjects 
design. 
In general, findings endorse the existence of a 
qualified female leadership advantage. 
First study reveals that only when success was 
internally accredited that women top leaders 
were assessed as more agentic and more 
communal than men top leaders. Study 2 
indicates that the favourable ratings were 
distinctive to top-level positions and further 
displayed that the effect on agentic features was 
mediated by perceptions of double standards, 
while the effect on communal traits was 
mediated by expectations of feminized 
management skills. Also, second study revealed 
that top women leaders were assessed most 
positively on overall leader effectiveness, and 
this effect was mediated by both mediators. 
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Oshagbemi (2008) 409 managers and leaders working in 
diverse UK organizations: 
manufacturing (28), financial services 
(7), utilities (2), IT/telecommunication 
(5), public sector (24), others (34). 
 
A questionnaire survey asking respondents to 
specify how frequently they implement each of 
the four leadership styles: directive, 
consultative, participative or delegative – in 
their daily activities, on a 5-point Likert-type 
scale from 1 (never) to 5 (always). 
Results disclose that age is directly linked to the 
consultative, participative and delegative 
leadership styles. The older a manager, the more 
consultative, participative and delegative 
leadership processes s/he engages in, favoring 
more of collective decisions quite the opposite 
from younger managers who seem pleased to 
take decisions that may not inevitably get the 
support of the majority of workers. Findings 
disclose direct link between hierarchy and 
consultative and participative leadership style, 
however not with directive and delegative 
leadership. Though gender itself appears not to 
influence the outcome in significant and 
methodical manner, several variables, involving 
gender and hierarchy, for instance, exhibited to 
be beneficial in elucidating the multifaceted 
leadership styles. 
 
 
Haslam and Ryan (2008) 
 
Study 1: 95 graduate students enrolled 
in an international management course 
at a British university. 
Study 2: 85 students attending a 
community college in the UK. 
Study 3: 83 businessmen and 
businesswomen attending a regional 
forum for business leaders hosted at a 
British university. 
 
Three studies (with divergent hypothetical 
scenarios) where participants had to select a 
leader for a hypothetical organization whose 
performance was either improving or declining. 
The studies had a 2 (gender of candidate: male, 
female) ×2 (company performance: improving 
or declining) ×2 (gender of participant: male, 
female) between-participants design. 
 
Findings reveal that the probability of a female 
candidate being selected before of an evenly 
competent male applicant improved when the 
organization's performance was declining rather 
than improving. Findings from the third study 
shows that glass cliff positions are linked with 
viewpoints (a) that they go well with the distinct 
leadership capabilities of women, (b) offer 
women respectable leadership chances and (c) 
are exceptionally distressing for women.  
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2.5 Review of existing studies on culture and leadership in Bosnia and 
Herzegovina 
As it could be seen from the previous text, the last twenty years recorded enlarged interest 
and expansion in research on the subject of the influence of culture on leadership processes. 
Notwithstanding to this trend among scholars and divergent territorial focusing of the 
research on the relationship between culture and leadership, Bosnia is hardly represented in 
leadership and cross-cultural literature and studies. Empirical research evidence of features of 
Bosnian culture and prototypes of effective leadership is limited. Cross-cultural literature 
shows that analyses regarding the Balkan region are prone to generalize, whereas some 
scholars embrace the states of the former Yugoslavia as one territory without distinguishing 
among societies (e.g. Edwards and Lawrence 2000).  Luthans et al. (1995) highlight the 
importance of distinguishing and acknowledging the diversity in Central and Eastern Europe 
and recommend abstaining from generalization of this region as a single bloc inside the range 
of international management.  
Within this part I review literature and empirical studies on leadership and culture 
carried out in Bosnia. Additionally, since Bosnia was one of the republics of the former 
Yugoslavia (until 1992), I also review studies implemented in Yugoslavia until 1992.  To 
maintain the chronological order of the studies implemented, I begin with the findings for 
Yugoslavia until 1992. 
2.5.1 Leadership and cultural studies in Yugoslavia 
Contentment with the reward obtained relies upon not only observed equity, but as well on 
the work anticipated and preferred level of the reward. Tannenbaum and Kuleck (1978) 
examined job satisfaction opposed to the divergences among preferred and perceived reward 
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received in data from Yugoslavia, Italy, Israel, Austria, and the U.S. Their findings revealed 
that all cultures gave reversed U-relations. Briefly, people stated that if they receive more 
than what they anticipated, they would be contented; if they received what they anticipated, 
they would be very pleased; and they would be very dissatisfied if they received less from 
what they expected, regardless of their nationality. The patterns look particularly similar 
between countries, except for Yugoslavia. The authors (Tannenbaum and Kuleck, 1978) 
attribute this to the methodological limitations or to the quite small number of cases at the 
ends of the distribution. Furthermore, findings for Yugoslavia reveal that receiving less 
authority or influence than was expected did not have significant impact on the job 
satisfaction, whereas satisfaction with job decreased when opportunities were less than 
anticipated (Tannenbaum and Kuleck, 1978). Another study, implemented by Tannenbaum et 
al. (1974) found that, notwithstanding the extremely participative official system in 
Yugoslavia, there is a decisive lack of informal participativeness in the day-to-day 
communications of managers and subordinates. Having developed from a tradition founded 
on authoritarian hierarchical models, there was little interest for the social orientation of self-
management and personal responsibility (Tannenbaum et al., 1974). 
Reitz and Jewell (1979) explored the relation between locus of control and job 
involvement among industrial workers on the sample from six countries: the U.S., Mexico, 
Japan, Turkey, Thailand, and Yugoslavia. Their findings revealed that those with internal 
locus of control are more job-involved than those with external locus of control, and this 
relationship is registered to be stronger for man than for women. For females, only Yugoslavs 
displayed significant associations between locus of control and job involvement (Reitz and 
Jewell, 1979). Furthermore, empirical findings reveal that only for Yugoslavian and Mexican 
employees the correlations among skill level and job involvement were significant.  
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 Hofstede (1980) analysed data gathered between 1967 and 1973 by IBM headquarters 
to evaluate how values in the workplace are influenced by culture. His initial study included 
40 countries, which was subsequently expanded to additional 10 countries and 3 regions. In 
1971, an opportunity aroused for Hofstede to include Yugoslavia in his data. His findings 
revealed that Yugoslavia’s national culture is characterised by a high level of uncertainty 
avoidance, power distance, collectivism, and feminine values. High power distance denotes 
that people in Yugoslavia accept a hierarchical order in which every person has a place and 
which requires no additional explanations. Hierarchy within organization is perceived as 
mirroring intrinsic inequalities, acceptance of centralization, and anticipation by subordinates 
to be told what to do. According to Hofstede’s findings, Yugoslavia was considered as a 
collectivistic country. Collectivism stands for lasting dedication and loyalty to the in-group 
(close family, extended family, extended relationships). In a collectivistic country loyalty is 
dominant and prevails the majority of other rules and regulations. Individuals are expected to 
take responsibilities for their in-group members. In feminine countries, managers try to 
accomplish consensus, people place importance to solidarity, equality, and quality in their 
working lives. The main emphasis is on welfare. High score on uncertainty avoidance reflects 
importance of following strict codes of belief and conducts and are intolerant of 
unconventional actions and proposals. Security is a significant factor for individual 
motivation. According to Hofstede (1980), high power distance and uncertainty avoidance 
dimensions are shaping the so called pyramid-type organizations (or pyramid of people). 
Such an organizational configuration is typified with high degree level of centralization and 
formalization, which slows information flow and the process of decision-making.  
Chandler et al. (1981) investigated the attributions (ability, effort, context, and luck) 
for success and failure made by samples from South Africa, India, the U.S., Japan, and 
Yugoslavia. They found numerous similarities, even though the Japanese tended to use effort 
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and luck more regularly than the other samples to clarify success in affiliation.  Findings for 
all show that achievement attributions denoted that respondents across all countries credited 
their achievement more to their personal effort than to their ability, luck, or the context. 
Subjects from all countries except Yugoslavia attributed their failures significantly more than 
successes to causes more subject to change (i.e. unstable) than to more stable causes, while 
Yugoslavian subjects attributed their successes significantly more than failures to unstable 
causes (Chandler et al., 1981: 215).   
The Industrial Democracy in Europe (1981) investigated de jure and de facto1 
participation in terms of participative structure, power distribution, and other outcomes on the 
sample of 134 companies from twelve European countries, including Yugoslavia. The 
findings revealed a strong connection among de jure and de facto participation.  Adding up to 
de jure participation, unionization and the level to which employees have been 
representatives also predicted de facto participation. Yugoslavia ranked the highest (along 
with Norway) on the legalization/formalization in the participative systems (total sum of 
formal rules). Further findings disclose that the total or average amount of influence per 
country differs between 2.4 and 2.6, with the exemption of Yugoslavia where the average is 
3.0 (The Industrial Democracy in Europe, 1981). Yugoslavia exhibited much higher amount 
of influence of workers’ and representative bodies than the other countries. Furthermore, they 
found that the impact of both the Workers’ Council and of top management in Yugoslav 
organizations amplifies as one shifts from less significant to more significant decisions, 
though this tendency is less pronounced in the case of top management than in the case of the 
Workers’ Council. It seems that the impact of the Workers’ Council expands to some limit at 
the expense of the impact of top management. 
                                                          
1 “Prescribed (de jure) participation ranges from “no regulation” to “information must be given to the group”, 
and “obligatory consultation” to “group has the final say”. De facto participation concerns the perception by 
people that they are actually participating and making decisions.” (Triandis, 1994: 151). 
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2.5.2 Leadership and cultural studies in Bosnia and Herzegovina  
The existing knowledge on culture and leadership in Bosnia is sparse. Thus far, Bosnia has 
been barely represented in leadership literature and studies. Apart from the empirical research 
on leadership conducted by Vasić (2007), additional information on leadership in Bosnia is 
missing (according to the author’s knowledge). While studies on leadership in Bosnia are 
rare, the relative picture is slightly better regarding research on culture. 
Vasić (2007), in his study, explored the management practices in Bosnia, using 
methodology and questionnaire developed by the European Management Association (EMA). 
He found that the most significant management competences in Bosnia are as follows: 
applying judgement and decision making capability, personal integrity, building 
relationships, and influence on others. Furthermore, his findings revealed “that two 
statements (out of ten) that demonstrate autocratic style of leadership, which is mainly 
characterized by centralized authority and low participation, scored high. They were “leading 
is an opportunity to monitor the individual (62%)” and “I agree with the proverb -give him an 
inch and he will take an all-“(Vasić, 2007: 21). In contrast, three statements that scored 
higher demonstrate democratic style of leadership, which is mainly characterized by 
involvement, high participation and feedback: the objectives and norms should be defined 
beforehand (91%), compensation must be based on performances (89%), and feedback is 
essential (83%) (Vasić, 2007: 12). Bosnian managers stated that “professional and personal 
capabilities” (89%) had the strongest impact on the development of Bosnian managers’ 
professional career, followed by “management results achieved” (86%), “individual 
personality” (82%), “academic study” (78%) and “acquisition of experience” (76%) (Vasić, 
2007). In addition, respondents stated that the most important management values are 
professional capacity (competence, efficiency), creativity (imagination, resourcefulness, 
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audacity), and responsibility (stable, trustworthy, reliable). Bosnian managers believe that 
loyalty (spirit of friendship, mutual respect, unbiased) and responsibility are two most 
important values for subordinates. Lastly, respondents consider that the most significant 
values in their life are happiness (freedom, internal harmony, self-esteem), peace (world 
peace, living in a world without conflict), professional success (professional satisfaction, 
achievement of important objectives, satisfaction with tasks well done), and comfortable life 
(family, health, security, prosperity), whereas lowest appreciated values are social recognition 
(feeling recognised and appreciated by family, friends, colleagues, society) and social 
responsibility (acting and thinking ecologically, awareness of society around you, concern for 
world future) (Vasić, 2007: 7-8). 
 Tipuruć et al. (2007) used an adapted version of Hofstede’s questionnaire with the 
aim of exploring cultural differences between three former Yugoslav republics (Croatia, 
Slovenia, and Bosnia) and Hungary. The research was conducted on a sample of postgraduate 
and doctoral students in the field of business and economics. Findings revealed that the 
cultural divergences amongst Croatia and Bosnia seem to be marginal in contrast to Slovenia 
and Hungary. Furthermore, the estimated results on each of the cultural dimensions 
confirmed the ranking from Hofstede’s original research and the global trend of reducing 
power distance and significant progress transfer towards the individualism (Tipuruć et al., 
2007). More specifically, Bosnia is typified by high power distance and uncertainty 
avoidance, emphasis on short term orientation, and with dominant feminine values (Tipuruć 
et al., 2007). 
 Goić and Bilić (2008) used the model developed by Trompenaars for conducting a 
research in Slovenia, Croatia, Bosnia, Montenegro, Serbia, Russia, and Turkey. The research 
was implemented among previous and contemporary students in MBA programs in business 
administration. Findings reveal that Bosnia is characterised by relatively high level of 
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universalism and tendency for following strict standards and rules; relatively high level of 
individualism (individual accomplishments and creativity is appreciated more); tendency to 
hide emotions in business contacts; high level of mixing private and business affairs; low 
significance of achievements; relatively weak attitudes that people have control over their 
future; tendency to give high importance to the past, power and role oriented (power and role 
oriented), and relatively high importance to the present and future. Compared to other 
countries included in this research, findings for Bosnia display a somewhat higher level of 
individualism, a lower level of universalism, a low level of efficiency in business relations, 
and a low significance of achievement (Goić and Bilić, 2008).  
 In 2010, Hofstede introduced a new cultural dimension named indulgence versus 
restraint. Indulgence stands for a society that allows relatively free gratification of basic and 
natural human drives related to enjoying life and having fun, while restraint stands for a 
society that suppresses gratification of needs and regulates it by means of strict social norms 
(Hofstede, 2010: 281). For the first time, Hofstede (2010) included the data for Bosnia for the 
long-term orientation dimension and the indulgence versus restraint dimension. Bosnian 
results exhibit a long-term orientation and a society with strict social norms. 
 Hirt and Ortlieb (2012) have investigated Bosnian cultural standards established on 
twelve narrative interviews with Austrian managers and feedback sessions with thirty 
Bosnian business experts.  Based on their findings, the authors have identified seven cultural 
standards: “1) difference in negotiation behaviour (openness for new things, culture of 
debate, “stereo talking”, loud and strong emotional reactions, contracts not in detail, 
susceptible to corruption, favouritism for friends and acquaintances), 2) relationship 
orientation (support by mutual favours: ”I will help you now, you will help me later“, 
problems solved locally and via relationship networks, slow, inefficient and complex 
bureaucracy and corruption, “loop ways“ can accelerate bureaucracy), 3) interpretation of 
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friendliness (strong focus on interventionism, diffuse private and business life, strangers are 
asked for support, understanding of friendliness equals willingness to make exceptions and 
special agreements, ”special“ conditions and agreements between friends), 4) attitude towards 
time (appointments/invitations at short notice, little need for planning,  settle matters none too 
soon, flexible handling of time, deadlines hardly kept and time-limits exceeded, lateness for 
appointments, difficulties with time estimates for certain tasks), 5) handling of decision 
making and responsibility (delegation of decisions to a higher organisational level, little 
willingness to accept responsibility, fear of (wrong) decisions), 6) customer contact (little 
customer focus and service orientation, in particular traceable in the public sector), and 7) 
understanding of conviviality (Austrians are considered welcome and friends of the nation, 
sociableness and hospitality of the people, having coffee and eating out together are of 
particular importance, preference for dry jokes)” Hirt and Ortlieb (2012: 215). Furthermore, 
authors present recommended course of action within Bosnian business surrounding (for 
more details see Hirt and Ortlieb, 2012).  
 
2.6 Summary of methodological issues associated with the research on the 
relationship between culture and leadership 
Research on the relationship between culture and leadership is tricky and full of 
methodological pitfalls, particularly cross-cultural leadership endeavour. Concerns regarding 
functional equivalence, instrumentation, sampling issues, measurement, and analysis have 
been widely expressed (Boyacigiller et al., 2004: 110). The effectiveness of numerous 
research projects is restricted by their failure to recognize these issues and deal with them in a 
suitable equate manner. Often, the interpretation of findings is challenging even for well-
designed research projects. Many studies overlook variables important for explaining the 
reasons standing behind the empirical findings. For example, it is useful to learn that a 
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particular type of leadership behaviour has stronger effects in a particular culture; but it is 
even better to learn why (Yukl, 2010: 457). 
What follows in this part is an analysis of several methodological issues that make the 
research on the relationship between culture and leadership research very tricky. Nonetheless, 
I do not attempt to address all of the methodological issues occurring. Instead, I focus on the 
discussion of those problems particularly significant to this particular field of research (i.e. 
equivalence issues, response bias, and sample design). Furthermore, the focus is given more 
to the cross-cultural leadership research since it brings higher complexity for the researchers.  
Second motive to shift the focus more to the methodological problems occurring in the cross-
cultural leadership research is due to the fact that numerous studies reviewed within this 
chapter belong to this particular field and include samples from two or more diverse societies.  
 
2.6.1 Equivalency  
Do leadership constructs have the same commonality meaning (construct or conceptual 
equivalence), similar purpose (functional equivalence), similar measurement properties 
(metric equivalence), and relationships among the constructs (structural equivalence) across 
cultures (Dorfman, 2004: 328)? Even the translation of the phrase “leadership” is challenging 
in particular cultures. Hence, the comparability of leadership phenomenon might cause a 
main methodological obstacle in the research (Harpaz, 2004). Surveys ought to be 
administrated in a way that makes them focused on a particular culture, and at the same time 
assuring their comparability and appropriateness for cross-cultural comparison. According to 
Van de Vijver and Leung (2011), meaningful cultural and leadership comparison of findings 
requires the collected data to be conceptually, functionally, and metric equivalent. 
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 Conceptual equivalence refers to commonality of meaning across cultures (Van de 
Vijver and Leung, 2011: 20). Brett et al. (1997) argue that a construct can be contemplated 
theoretically equal in two or more societies when it can be examined in a meaningful way in 
every society and it has equivalent implications crossways all cultures engaged. Accordingly, 
a construct exhibiting conceptual equivalence in a number of cultures can be said to have a 
universal concept for those cultures. Striving to reach conceptual equivalence might require 
several questions in one culture opposed to merely one in another.  Such circumstances 
generate possible problems for comparative research because main expressions in the 
questions are frequently divergent, and different procedures are employed to acquire the same 
sort of information (Harpaz, 2004). A number of solutions are proposed for determining 
similar meanings across cultures included in the research. Considerable knowledge of the 
local culture and language can facilitate conceptual equivalence. This can be normally 
achieved if the cross-cultural research team includes members who in fact represent all the 
cultures involved. 
 Functional equivalence refers to each construct’s placement in the model vis-a-vis 
other constructs, thereby referring to both the construct and the model (Brett et al., 1997: 
111). Constructs are functionally equivalent across cultures if they correlate in the similar 
way to same constructs in their respective models. Graen et al. (1997) claim that ascertaining 
functionally equivalent constructs crossways societies is trickier than it might appear. If 
investigators aspire to ascertain functional equivalence in their research, an assessment of 
construct functions is required in all countries included in the research. Carrying out such an 
evaluation necessitates a systematic conceptualization and operationalization of constructs 
functions in these cultures. Functional equivalence has been regarded as a precondition for 
behavioural comparisons across cultures. Aspects of behaviour can be contrasted only when 
the specific behaviour has a similar function in all cultures investigated. This similarity 
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implies that the behaviour developed in response to a common problem shared by the cultural 
groups, even though the manifest aspects of the behaviour may not appear similar (Brett et 
al., 1997: 112). 
Metric equivalence prevails when the psychometric values in different populations 
representing several data sets (cultures or nations) demonstrate virtually similar composition 
or adherence (Harpaz, 2004: 28).  Fundamentally, two requirements for ascertaining metric 
equivalence exist (Berry, 1969). Firstly, statistical correlations between dependent and 
independent variables stay fairly stable, despite whether the acquired variance is utilized in a 
particular culture or across cultures. In accordance with this method, covariation amid 
variables must be constant irrespective of the source of variation.  Secondly, before any kind 
of contrasting is made, statistical correlations between dependent variables should be shaped 
congruently in the cultures included in the research. This can be evidenced through 
resemblance in correlation matrices or by common factor structures (Harpaz, 2004).  
Measurements instruments must be designed in an equivalent way within cultures prior to 
any cultural and leadership evaluations are depicted. Usually, it is probable to establish 
metric equivalence only subsequent to the completion of data collection and investigations.  
Only when the functional, conceptual, and metric equivalence are validated, comparability 
can be established. Nevertheless, theoretical conceptualization is mandatory too, in order to 
yield significant explanations of findings obtained. 
 
2.6.2 Response biases 
Response bias emerges when respondents answer questions in the way they think the 
questions should be answered rather than in accordance with their personal beliefs. If scores 
are biased, their meaning is culture- or group-dependent, and group differences in assessment 
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outcomes need to be accounted for, at least to some extent, by auxiliary constructs or 
measurement artefacts (Van de Vijver and Leung 2011: 22). Response bias is not an intrinsic 
feature of a method but appears in the utilization of a method in no less than two cultural 
groups. Consequently, an instrument is not intrinsically biased but might turn out to be so 
when results from particular cultural groups are contrasted. 
 The most commonly used method for the research on the relationship between culture 
and leadership is questionnaires. The popularity of questionnaire measures is not surprising; 
they are relatively easy to use and inexpensive and often are the most plausible alternative for 
measuring unobservable constructs such as the attitudes of organizational participants (e.g. 
job satisfaction), individuals' values and preferences, their intentions (e.g. to quit their job), 
their personalities (e.g. needs and traits), the perceptions of respondents regarding 
organizational factors (e.g. decentralization, formalization, and climate), job factors (e.g. task 
characteristics), work group characteristics (e.g. cohesiveness and group norms), role 
characteristics (e.g. role conflict and ambiguity), and the behaviour of other organizational 
members (e.g., leadership style and job performance) (Ganster, Hennessey, and Luthans, 
1983: 321).  However, every research strategy, counting survey investigations, has to be 
concerned with biases that endanger the validity of cross-cultural evaluations. Van de Vijver 
and Leung (2011) make a distinction between construct biases (e.g. refer to discrepancies in 
meanings and lacking coverage of the construct), method biases (e.g. refer to divergent 
effects of social desirability or familiarity of response procedure), and item biases (e.g. refer 
to poor item translation or phraseology that is improper). Brislin, Lonner, and Thorndike 
(1973) have categorised biases in a different way: rudeness bias (emerges when respondents 
perceive the questions impolite or disturbing), “I-can-answer-any-question” bias (giving an 
answer to any question regardless of knowledge), courtesy bias (emerges when respondents 
are giving answers that they think would be pleasing to the researcher, e.g. Asian countries), 
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“sucker” bias (the tendencies in certain cultures to give absurd answers and make fun of the 
interviewer), hidden premises bias (it appears when respondents are anxious that the research 
is having other intentions than those told to respondents), reticent-loquacious bias (some 
culture members are very silent and reticent throughout interviews, whereas members of 
other cultures are so extrovert and talkative that their answers might be underweighted or 
overweighed, correspondingly), social desirability bias, status difference bias (prejudicial 
attitudes concerning specific groups because of their status differences), racial bias 
(prejudicial attitudes concerning specific groups because of their race), and individual-group 
bias (the incapability in certain cultures to acquire answers from individuals alone as others 
continuously surround them; in such circumstances, it is probable for the same persons to 
provide diverse responds to questions when interviewed alone and when in the attendance of 
others).  
Response biases are exceptionally problematic for cross-cultural survey investigation 
(Triandis, 1994; Hui and Triandis, 1989). Studies that focus on the magnitude, level, or 
frequency of use of variables across cultures are particularly problematic (Dorfman, 2004: 
330).  Cross-cultural researchers have discovered that people from diverse cultures show 
tendency to use different response sets when answering questionnaires (Triandis, 1994). For 
instance, people from East Asian cultures tend to evade extreme ends of a scale while in 
Mediterranean cultures people tend to use extreme ends of a scale (Hui and Triandis, 1989; 
Triandis, 1994). Then again, beside cultural influences, this also could be initiated by 
respondents not being accustomed with gradient responses like those with Lickert designs 
(Van de Vijver and Leung, 2011). Another bias involves a tendency to answer positively or 
negatively (both categorized as “acquiescence”), regardless of true beliefs. As a general rule, 
the inferior status and educational level of respondents is, the stronger the acquiescence 
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(Hofstede, 1980). The existence of these diverse response models can bias cross-cultural 
comparisons.  
Social desirability response bias stands for a tendency of individuals to present them 
in a positive way (Ganster, Hennessey, and Luthans, 1983). It is possible that the tendencies 
of the respondents to present themselves in a positive way differ across cultures (Hofstede, 
1980) and thus could be very challenging in a cross-cultural research. It is likely that cultural 
background affects the comfort level of respondents in answering items of this kind, and thus 
respondents from some countries may lean towards middle responses, while other 
respondents may tend toward more extreme answers (Vas Taras, et. al., 2010: 7). If members 
of one society lean to answer questions in a socially desirable way more than members off 
other societies, especially when characterising leadership behaviours of their supervisors, 
evident cultural divergences may only mirror opposed response sets (Triandis, 1972). The 
tendency to respond in a socially desirable manner may be particularly prevalent in cultures 
that are high in collectivism and power distance (Dorfman, 2004: 332).  
 Common method bias appears when relationships are investigated between constructs 
assessed in the same way. Especially troublesome is the case when the data is acquired from 
only one source. Such common source bias is frequently an obstacle when self-report 
questionnaires are employed exclusively (Dorfman, 2004). To avoid such kind of biases, it is 
desirable to use, where applicable, multiple methods and sources (e.g. Triandis, 1994).   
Response biases have diverse consequences for the cross-cultural research findings: 
spurious effects (incorrect/false findings), suppressor effect (real correlation between 
independent and dependent variables may go undetected/hidden), and moderator effect 
(moderates real existing relationships between variables) (Ganster, Hennessey, and Luthans, 
1983:327). To address these confounds and to minimize the influence of biases in cross-
cultural research, investigators can use several available techniques. For example, 
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investigators could verify the existence of the response biases on the overall response 
distribution (i.e. utilization of the extreme answers opposed to a neutral answer). To oppress 
the possible effects of social desirability biases, investigators could measure social 
desirability and statistically partial out the influence of these possible biases. Additionally, 
confidence intervals could be calculated around the percentage uses of midpoint responses 
(Dorfman, 2004). Furthermore, numbers of ways exist to deal with the endpoints response 
sets. For example, researcher can transform the raw scores to ranks. However, this is 
appropriate in some studies (often used in ascertaining work goal significance across 
cultures), since using raw scores loses interval information. Otherwise, scores can be 
standardized, thus preserving the relative distance of scores amid data points (Triandis, 
1994). Namely, variables could be standardized for every culture prior to proceeding with the 
examination. Unfortunately, this eradicates real divergences at the cross-cultural level of 
investigation. As an alternative, a “within unit of analysis standardization” procedure could 
be employed where the unit of investigation is the individual respondent; and later these 
answers can be aggregated to the cultural level (Leung and Bond, 1989). Within the GLOBE 
research project, investigators found close equivalence among the standardized or bias free 
scores and uncorrected or raw scores for specific dimensions of culture. Then again, certain 
countries exhibited response biases that were more problematic (i.e. France, Morocco, 
Taiwan, and Qatar).  
Because many problems are inherent in analytical strategies using “mean level 
responses across cultures” (...) , researchers should be extremely wary of analytical strategies 
for hypothesis testing that contrast mean level scores (e.g., the average level of job 
satisfaction or leader behaviour for country A was X, which was significantly higher than for 
country B, which was Y) (Dorfman, 2004: 333). Comparisons of cultures by means of t-tests 
and MANOVA/ANOVA tests presume scalar equality along with the conceptual and 
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functional equivalence, which are both very problematic postulations. Nevertheless, mean 
scores may well be utilized as supplementary information and interpreted in correspondence 
with findings acquired with other methods (Smith et al., 1992). 
“The limitations of each type of methodology make it desirable to use multiple 
methods in research on leadership. (...) The purpose of the research should dictate the 
methodology and choice of samples, not the other way around.” (Yukl and Van Fleet, 1992: 
183). Hence, cross-cultural researchers should employ both qualitative and quantitative 
methods, since these two methods are complementary.  In the early phases of the research 
process, qualitative techniques are more suitable, since the researchers need to make sure 
they are asking the right questions in the following quantitative surveys and to help explain 
the results. Adequately used qualitative methods like interviews, critical incidents, audio 
recordings, observations, documented records, and intensive case studies can supply a 
plentiful, empirically based, portraying of leadership processes (Bennis and Nanus, 1985; 
Graen and Wakabayashi, 1994; Dorfman, 2004). For example, cautiously implemented 
interviews can impart exclusive insights into a culture and leadership processes within that 
particular culture.  
Response biases are not only affecting questionnaire based research, but other 
methods as well. Other methodologies have numerous limitations, such as “excessive 
subjectivity and poorly defined standards for evaluating research quality, and are subject to 
information processing distortions such as selective attention, memory limitations, 
interpretability problems, and attribution problems” (Dorfman, 2004: 334). The GLOBE 
research project is an example of an effective use of both qualitative and quantitative 
approaches (which is elaborate more detailed in the following chapter).
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2.6.3 Sampling 
Sampling design in research on the relationship between leadership and culture involves 
convoluted approaches and decision-making regarding sample size, societies, individuals, and 
organizations that are going to be included. Many cross-cultural leadership studies lack a 
sampling plan, and the investigators tend to interview individuals who are easily accessible 
and appear to be intelligent, talkative, and cooperative (Harpaz, 2004:31).   
Numerous researchers acknowledge that the selection of a representative cultural 
sample is not effortless, because researchers have problems determining which subjects are 
representative of the central tendencies of the nation (Sekaran, 1983). Within societies 
dominated by numerous main subcultures (e.g. India, Switzerland) divergences are so 
immense that sampling only from a particular geographic territory cannot be utilized to make 
generalizations concerning the entire country. Thus, a key problem in cross-cultural survey 
research is the capability to select representative and random samples of a nation (Harpaz, 
2004). A census of all human beings (even within a specific culture) is impossible because 
not all members are easily accessible, and in addition, the population is too large to be studied 
with a reasonable amount of money and time; thus, it is straightforward to select a group of 
participants with the aim of having a sample that yields a fair representation of the population 
(Boehnke et al., 2011: 102). As an alternative to a representative national sample is the 
employment of matched samples (Sekaran, 1983). The latter are functionally corresponding 
but are not equal across different cultures. This kind of sampling minimizes potential 
contamination by irrelevant variables that can impact the explanation of findings.  Hofstede 
(1980) utilized this method in his research of workforce in IBM subsidiaries across 40 
countries. All respondents were IBM employees and were matched for jobs, gender, and age.   
Kuechler (1987) recommends that sampling procedure should be the same for each nation, 
with a random selection of respondents approximated as closely as possible (pp.236). 
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Nevertheless, in practice only few completed data sets represent true random samples 
(Kuechler, 1987). He further proposes that countries selected for participation in cross-
cultural research have to be analogous with respect to their residents’ knowledge and 
experience with attitude surveys; while respondents must share alike social norms connected 
to behavior, which are the study’s central subject issue (Kuechler, 1998).      
Accurateness of the sample estimations for the population features under examination 
is of high importance. Probability samples are perceived as the gold standard for sampling, 
and convenience sampling (the most typical form of non-systematic sampling) is often 
viewed critically because of its potential to produce unrepresentative samples (Boehnke et al., 
2011: 103). In general conditions, convenience sampling is abandoned since it has enormous 
possibility to generate biased samples. The advantage of probability sampling is that the 
partialities of the investigators do not participate in accurately designed and implemented 
probability samples since the case selection procedure is regulated exclusively by chance 
(Boehnke et al., 2011). Nonetheless, a large amount of the early explorations utilized 
convenience samples rather than some forms of systematic sampling (House, Wright, and 
Aditya, 1994; Yukl, 2010). This frequently resulted in unequalled samples and samples of 
different sizes.  
Numerous methods are suggested to improve sampling procedures in cross-cultural 
leadership research. Campbell (1968) suggests the plausible rival hypothesis approach (in 
Harpaz, 2004), where researchers have to investigate what other plausible explanations (than 
the hypothesized theoretical conceptualization) are made probable by the research 
background and the measurement procedures. Plausible alternatives may include various 
methodological errors, such as inaccuracies in sampling, instrumentation, understanding of 
interviewees, or representatives of activities executed on a test basis versus normal activities 
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performed;  the fewer of these, and the more implausible each is, the more validity can be 
ascribed to the comparison (Harpaz, 2004: 33).  
Furthermore, researchers should pay attention to the selection procedures of the 
organizations to include in the survey. It would be ideal to choose organizations in every 
country as similar as possible to organizations in other countries on criteria such as 
technology, size, etc. (Drenth and Groenendijk, 1984; in: Harpaz: 2003). Yet, in practice, this 
is not always achievable and practical thoughts may impact selection process (e.g., 
accessibility of organizations).  Brislin et al. (1973), using a study of blue-collar workers in 
the U.S. and Japan, demonstrated that the sampling dilemma was to some extent resolved 
because the workers were selected from "specified equivalent industries" (pp.25).   
      Brislin and Baumgardner (1971) recommend that random samples must be depicted 
cautiously, so that succeeding investigators may benefit of data from others' pretest work or 
select diverse samples that might display divergences that are theoretically grounded. In line 
with the authors, sample depictions should contain all significant features of individuals, 
organizations, or societies that might influence explanations of research results.  Certain 
idiosyncrasies are age, educational level, sex, income, occupation, special training or 
education, and habitation. 
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Chapter 3 
Theoretical/conceptual basis 
 
3.1 Introduction to the GLOBE research project 
The Global Leadership and Organizational Behaviour Effectiveness (GLOBE) project was 
primarily conceived by Professor Robert J. House in the summer of 1991. GLOBE is a long-
lasting, multi-phase, and multi-method project.  It represents a network of around 175 social 
scientists and management scholars from 62 countries, working in a coordinated long-lasting 
attempt to investigate the relationships amongst society culture, organisational culture and 
practices, and organisational leadership (House et al., 1999).  
The meta-goal of GLOBE is to develop an empirically based theory, to describe, 
understand, and predict the impact of specific cultural variables on leadership and 
organizational processes and the effectiveness of these processes (Chhokar et al., 2008: 8). 
Specific objectives of GLOBE include answering the following fundamental questions 
(House and Javidan, 2002: 10): 
 Are there leader behaviours, attributes, and organizational practices that are 
universally accepted and effective across cultures? 
 Are there leader behaviours, attributes, and organizational practices that are accepted 
and effective in only some cultures?  
 How do attributes of societal and organizational cultures influence the varieties of 
leader behaviours and organizational practices that are accepted and effective? 
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 What is the effect of violating cultural norms relevant to leadership and organizational 
practices? 
 What is the relative standing of each of the nine core dimension of culture? 
 Can the universal and culture-specific aspects of leader behaviours, attributes, and 
organizational practices be explained in terms of an underlying theory that accounts 
for systematic differences across cultures? 
 
With the intention of achieving aforesaid objectives, the GLOBE research program is 
implemented within four phases. Phase one was committed to the development and validation 
of the research tools assessing societal culture, organizational culture, and leadership 
attributes. In phase two, instruments developed in phase one were used to explore 
contributing societies on the nine cultural dimensions, and to test the influence of culture on 
the desired leadership attributes. In this phase, 170 social scientists collected data from 
around 17,300 middle managers in 951 organizations from 62 cultures, which were followed 
by extensive statistical analysis (Chhokar et al., 2008). Phase three, which is still in progress, 
is primarily investigating the effectiveness of particular CEO leadership styles on 
subordinate’s performances and organizational effectiveness. Phase four will include a series 
of laboratory investigations to validate, establish causativeness, and to expand previously 
obtained results.  
 
3.1.1 The GLOBE Independent Variables 
The GLOBE research project is a long-term, multi-phase, and multi-method project focused 
on the development of systematic knowledge on the subject of how societal and 
organizational cultures and subcultures influence leadership and organizational performances 
and effectiveness. Phase one of the project GLOBE was divided in two sub phases or tasks. 
The first task in phase one was the identification of ground theories that would serve as a 
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basis for the empirical research, and construction and development of nine major attributes of 
cultures and six global leader dimensions of culturally endorsed implicit leadership theories. 
The second task was to develop instruments for data collection purpose, as well as 
standardized manuals for qualitative research to be administrated in the countries surveyed.  
In the following sections, I present constructs and definitions of independent variables 
developed within the GLOBE research project. 
 
3.1.1.1 The development and validation of the GLOBE culture and leadership scales  
The GLOBE culture and leadership scales are theory-driven (construct-oriented). Prior to 
creating any of the culture and leadership items, the GLOBE team specified the general 
character of the constructs they wished to measure. This step clarifies how the items should 
be composed, its boundary conditions, aimed population, possible biases, and the types of 
statistical analysis that ought to be executed to measure the adequacy of the a priori structure 
of the scales. Scales that are developed following this method tend to display adequate levels 
of face-validity and have needed psychometric properties.  
 With respect to societal and organizational culture, a total of 371 items were initially 
written. The majority of the items were developed from interviews and focus groups held in 
numerous societies. Regarding leadership items, initially 382 items were developed based 
upon leader features and behaviours portrayed within a number of existing leadership theories 
(theories reviewed by House, Wright and Aditya, 1997). The focus of the GLOBE team while 
creating leadership items was “on developing a comprehensive list of leader attributes and 
behaviours rather than on developing a priori leadership scales” (House et al., 1999: 199). 
The societal and organizational culture items were screened for appropriateness by use of 
three procedures: Q sorting, item evaluation, and translation/back translation; whereas 
leadership items were screened by item evaluation and conceptual equivalence of the back 
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translation (Hanges and Dickson, 2004: 126-127). Two pilot studies followed the item 
screening with the purpose of assessing the psychometric characteristics of the initial culture 
scales and to empirically create leadership scales. Within the first pilot study, in total, 877 
individuals completed the first pilot survey. Several different statistical analyses were 
performed to assess the psychometric properties of the scales: a series of exploratory factor 
analyses, reliability analyses, and aggregability analyses (e.g., rwg analyses, intraclass 
correlations [ICC311], one-way analyses of variance), and generalizability analyses (ICC-2) 
of the scales (House et al., 1999: 202). These examinations were carried out on the mean 
values of the society item answers for every scale (e.g. ecological level of analysis). 
Accordingly, the scales were filtered on the base of these investigations. These analyses all 
provide helpful information concerning the construct validity of the culture scales. A separate 
factor analysis of each of the culture scales indicated that they were all uni-dimensional; 
whereas a first-order exploratory factor analysis of the leader attributes items yielded 16 
unidimensional factors that describe specific leader attributes and behaviours (Hanges and 
Dickson, 2004: 128).  
The second pilot study was implemented with the aim of replicating the psychometric 
analyses of the scales in a diverse sample to measure sampling heftiness. Data were collected 
from 15 countries that did not contribute in the first pilot study. Furthermore, psychometric 
features of all of the scales were validated in the second pilot study. The society level 
analysis from the first pilot study was replicated now at the individual level of analysis. In 
total, 1,066 persons filled one of the two forms of the pilot study questionnaires 
(organizational culture items, society culture items, and leadership items). The results not 
only confirmed the psychometric properties of the leadership subscales and the culture scales, 
but they also verified through aggregation tests that it was justified to aggregate these scales 
to their target level of analysis (Hanges and Dickson, 2004: 128).  
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Based on the two pilot studies several additional leadership and culture items were 
added to the questionnaires (House et al., 1999). Finally, societal and organizational culture 
questionnaires were reduced to a total of 153 items, while leadership scales include 112 
attributes.  
 
3.1.1.2 Definition and conception of society and organizational culture 
For the project GLOBE, culture is defined as shared motives, values, beliefs, identities, and 
interpretations or meanings of significant events that result from common experiences of 
members of collectives that are transmitted across generations (House and Javidan, 2004: 15). 
Since these are psychological attributes, this definition can be used at both the societal and 
organizational levels of investigation.  When quantified, these cultural attributes are referred 
to as cultural dimensions and serve as the independent variables of project GLOBE (House 
and Javidan, 2004: 11).  The nine independent variables are uncertainty avoidance, power 
distance, institutional collectivism (collectivism I), in-group collectivism (collectivism II), 
gender egalitarianism, assertiveness, future orientation, performance orientation, and humane 
orientation. Following are the definitions of the core GLOBE cultural dimensions (House and 
Javidan, 2004: 11-13): 
1. Uncertainty avoidance is the extent to which members of an organization or society 
strive to avoid uncertainty by relying on established social norms, rituals, and 
bureaucratic practices. 
2. Power distance is the degree to which members of an organizations or society expect 
and agree that power should be stratified and concentrated at higher levels of an 
organization or government. 
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3. Collectivism I, institutional collectivism, is the degree to which organizational and 
societal institutional practices encourage and reward collective distribution of 
resources and collective action. 
4. Collectivism II, in-group collectivism, is the degree to which individuals express 
pride, loyalty, and cohesiveness in their organizations or families. 
5. Gender egalitarianism is the degree to which an organization or a society minimizes 
gender role differences while promoting gender equality. 
6. Assertiveness is the degree to which individuals in organizations or societies are 
assertive, confrontational, and aggressive in social relationships. 
7. Future orientation is the degree to which individuals in organizations or societies 
engage in future-oriented behaviours such as planning, investing in the future, and 
delaying individual or collective gratification. 
8. Performance orientation is the degree to which an organization or society encourages 
and rewards group members for performance improvement and excellence. 
9. Humane orientation is the degree to which individuals in organizations or societies 
encourage and reward individuals for being fair, altruistic, friendly, generous, caring, 
and kind to others. 
The first seven independent variables mentioned above are rooted in the dimensions 
of culture developed by Geert Hofstede (1980, 2001). The first three independent variables 
are designed to mirror the same concepts as Hofstede’s (1980, 2001) culture dimensions 
classified as uncertainty avoidance, power distance, and individualism/collectivism. 
Furthermore, it should be mentioned that uncertainty avoidance and power distance are also 
rooted in the work of some other authors.  Prior to Hofstede’s research, uncertainty avoidance 
and power distance were explored on the organizational level of analysis by Cyert and March 
(1963), and Mulder (1971). Hofsetede’s cultural dimension individualism/collectivism have 
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been alienated into two dimensions: the institutional collectivism (collectivism I) and the in-
group collectivism (collectivism II). The institutional collectivism (collectivism I) dimension 
measures societal emphasis on collectivism, with low scores reflecting individualistic 
emphasis and high scores reflecting collectivistic emphasis (Chhokar et al., 2008: 4). This 
dimension of culture has not been analyzed earlier (House and Javidan, 2004: 13). The in-
group collectivism dimension is rooted in the research carried out by Triandis (1995) and it 
measures pride and loyalty in families and organizations. For the project GLOBE, Hofstede’s 
masculinity dimension was divided into two new dimensions named gender egalitarianism 
and assertiveness. Future orientation was developed from Kluckhohn and Strodtbeck’s (1961) 
past, present, future orientation dimension, which concentrates on the temporal orientation of 
the majority within nation (House et al., 2004: 13). House et al. (2004) argue that future 
orientation is conceptually, though only marginally, similar to Hofstede’s (1991) long-term 
orientation. Performance orientation and humane orientation are the only two cultural 
dimensions in the project GLOBE that Hofstede never evaluated in his research. Performance 
orientation originates from McClelland’s (1961) work on need for achievement. Humane 
orientation has its roots in Kluckhohn and Strodtbeck’s (1961) work on the human nature is 
good vs. human nature is bad dimension, as well as Putnam’s (1993) work on the Civic 
Society and McClelland’s (1985) conceptualization of the affiliative motive (House, et al., 
2002: 6). 
 From the GLOBE’s definition of culture it can be noticed that within the project 
GLOBE cultural dimensions are measured as both practices and values, which is similar to 
the work of anthropologist Redfield, who depicted culture as “shared understandings made 
manifests in act and artefact” (1498: vii). The GLOBE dimensions of cultural practices 
represent perceptions of acts or of “the way things are done in a culture,” and the GLOBE 
dimensions of cultural values are human made artefacts in the sense of judgments about “the 
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way things should be done” (Chhokar et al, 2008: 1025). The research of cultural practices 
has its basis in psychological and behavioural studies, which presume that cultures should be 
studied as they are interpreted by the members of the societies (Segall et al, 1998). On the 
other hand, the research of cultural values builds up more out of an anthropological approach 
which postulates that culture is founded on the shared values of the members of the society 
(e.g. Kluckhohn and Strodtbeck, 1961; Rokeach, 1973; Rokeach and Ball-Rokeach, 1980; 
Schwartz, 1990, 1992).  
 
3.1.1.3 A construct definition of Leadership  
The GLOBE definition of leadership is the ability of an individual to influence, motivate and 
enable others to contribute toward the effectiveness and success of the organizations of which 
they are members (House and Javidan, 2004: 15). The focus in the GLOBE definition is on 
organizational leadership, not leadership in general or leadership in other areas, like politics, 
military, religion, etc.  
The main research question of the project GLOBE is to investigate the degree to 
which particular leadership traits and behaviours are universally supported as contributing to 
effective leadership (according to middle managers perceptions), and the degree to which 
these traits and behaviours are related to cultural features (House et al., 2004). For the 
purpose of exploring this issue, 112 leadership attributes were defined. Leader attributes were 
based on a review of the leadership literature as well as findings relevant to leadership 
resulting from focus groups, interviews, and media analyses (House and Javidan, 2004). 
Factor analysis yielded twenty one first-order leadership factors (primary leadership 
dimensions) (see Table 3.1.).  “A second order factor analysis of the 21 leadership factors 
produced four factors. Two of the factors were subdivided into two subscales each, hence 
producing six global leader behaviour dimensions” (House and Javidan, 2004: 21) (see Table 
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3.2.). These global leader behaviours (leadership dimensions) are briefly defined as follows 
(Dorfman et al, 2004: 675): 
1. Charismatic/value-based leadership reflects the ability to inspire, to motivate, and to 
expect high performance outcomes from others on the basis of firmly held core 
values. It includes six primary leadership subscales labelled (a) visionary, (b) 
inspirational (c) self-sacrifice, (d) integrity, (e) decisive, and (f) performance oriented. 
2. Team oriented leadership emphasizes effective team building and implementation of 
a common purpose or goal among team members. It includes five primary leadership 
subscales labelled (a) collaborative team oriented, (b) team integrator, (c) diplomatic, 
(d) malevolent (reverse scored), and (e) administratively competent. 
3. Self-protective leadership focuses on ensuring the safety and security of the individual 
or group member. It includes five primary leadership subscales labelled (a) self-
centred, (b) status conscious, (c) conflict inducer, (d) face saver, and (e) procedural. 
4. Participative leadership reflects the degree to which managers involve others in 
making and implementing decisions. It includes two primary leadership subscales 
labelled (a) autocratic, and (b) non-participative. 
5. Humane oriented leadership reflects supportive and considerate leadership but also 
includes compassion and generosity. It includes two primary leadership subscales 
labelled (a) modesty, and (b) humane oriented. 
6. Autonomous leadership refers to independent and individualistic leadership. It 
includes a single primary leadership subscale labelled (a) autonomous. 
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Table 3.1 First order leadership factors and leader attribute items 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Source: Hanges and Dickson, 2004: 131. 
 
Conceptualization of leadership advanced by the GLOBE researcher has collected 
positive reactions from other investigators. For instance, Earley (2006) describes the part on 
leadership as very sophisticated cross-cultural investigation, emphasizing the theoretical 
framework, the operationalisation and assessment of leadership constructs at diverse levels of 
examination, and the utilization of intermediary constructs. The six global leadership 
 
Administratively Competent 
Orderly  
Administratively Skilled 
Organized 
Good Administrator 
 
 
Decisive 
Wilful  
Decisive 
Logical 
Intuitive  
 
Non-participative  
Non-delegator 
Micromanager 
Non-egalitarian 
Individually Oriented 
Autocratic  
Autocratic 
Dictatorial  
Bossy 
Elitist 
 
Diplomatic 
Diplomatic 
Worldly 
Win-Win Problem Solver 
Effective Bargainer   
 
Performance Oriented 
Improvement-Oriented 
Excellence-Oriented 
Performance-oriented 
Autonomous  
Individualistic 
Independent  
Autonomous  
Unique  
Face Saver  
Indirect  
Avoids Negatives 
Evasive 
Procedural  
Ritualistic 
Formal 
Habitual 
Procedural  
 
Charismatic I: Visionary 
Foresight  
Prepared  
Anticipatory  
Plans Ahead  
 
Humane Orientation 
Generous  
Compassionate  
 
 
Self-Centered  
Self-Centered  
Non-participative 
Loner 
Asocial  
Charismatic II: Inspirational 
Enthusiastic  
Positive  
Morale Booster 
Motive Arouser 
Integrity  
Honest 
Sincere  
Just  
Trustworthy  
 
Status Consciousness 
Status-Conscious 
Class-Conscious 
 
 
Charismatic III: Self- Sacrificial 
Risk Taker 
Self-Sacrificial 
Convincing  
 
Malevolent 
Hostile  
Dishonest  
Vindictive  
Irritable  
Team I: Collaborative team 
oriented 
Group-Oriented 
Collaborative 
Loyal 
Consultatitive  
 
Conflict Inducer 
Normative 
Secretive  
Intergroup Competitor 
 
Modesty 
Modest  
Sefl-Effacing 
Patient 
Team II: Team Integrator 
Communicative 
Team Builder 
Informed 
Integrator  
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dimensions are summary manifestations of the attributes, skills, and abilities culturally 
perceived to contribute to, or impede effective leadership.  Moreover, it is important to 
remark that four leadership dimensions (charismatic/value-based; team oriented; 
participative; and humane oriented leadership) had been previously discussed in the literature 
prior to the project GLOBE, whereas GLOBE was the first to define the self-protective and 
autonomous leadership dimensions. Leadership behaviours have often been expressed in 
terms of authoritarian vs. democratic and task-oriented vs. people-oriented leadership. 
Authoritarian vs. democratic leadership is for instance a central position of McGregor’s 
(1960) theory X and theory Y, Likert’s (1961) theory of four management systems, and 
Tannenbaum and Schmidt’s (1958) theory of leadership continuum. Task-oriented vs. people-
oriented leadership was for instance studied within Reddin’s (1970) 3-D theory, and Blake 
and Mouton’s (1984) theory of managerial grid. The participative leadership has been 
extensively investigated in the literature (e.g. Lewin, Lippitt, and White,1939; Heller and 
YukI, 1969; Strauss, 1977; Tannenbaum and Schmidt, 1958; Vroom and Yetton, 1973; 
Vroom and Yago, 1988), as well as team oriented leadership (e.g. Levine and Moreland, 
1990; Yukl and Van Fleet, 1992; Fiedler, 1964; Kerr et al., 1974; McGrath, 1984, 1991; 
McIntyre and Salas, 1995; Tannenbaum et al., 1998; Forsyth, 1999; Zaccaro et al., 2001). 
The major charismatic theories include those by House (1977), Cogner and Kanungo (1987), 
and Shamir, House, and Arthur (1993) (Dorfman, 2004: 277). 
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Table 3.2 Second order leadership dimensions  
1. Charismatic/Value-Based 
          Charismatic 1: Visionary 
          Charismatic 2: Inspirational 
          Charismatic 3: Self-Sacrifice 
          Integrity 
          Decisive 
          Performance-oriented 
2. Team-Oriented 
          Team 1: Collaborative Team Orientation 
          Team 2: Team Integrator 
          Diplomatic 
          Malevolent (reverse-scored) 
          Administratively competent 
3. Self-Protective 
          Self-centered 
          Status conscious 
          Conflict inducer 
          Face-saver 
          Procedural 
4. Participative 
          Autocratic (reverse-scored) 
          Nonparticipative (reverse-scored) 
5. Humane-Oriented 
          Modesty 
          Humane orientation 
6. Autonomous 
          Individualistic 
          Independent 
          Autonomous 
          Unique 
 
Source: Syntax for GLOBE national culture, organizational culture, and leadership scales, 
2006: 4. 
 
3.1.2 The GLOBE sample design 
The propositions specified within the GLOBE conceptual model were empirically tested in 
the second phase of the project GLOBE. More explicitly, instruments developed in phase one 
were used to investigate participating societies on the nine dimensions of culture and to test 
the influence of culture on the desired leadership attributes.  
For the purpose of collecting empirical data, the GLOBE team used a stratified 
sampling strategy in which four diverse strata (individuals, organizations, industries, and 
societies) were incorporated.  In particular, the GLOBE phase 2 sampling strategy required 
that data from each society met the following criteria: (a) respondents had to be middle 
managers, (b) multiple respondents had to be obtained from organizations, (c) two or more 
organizations had to be obtained from two of three types of industries (financial, food 
processing, and telecommunication), and (d) at least two industries had to be obtained for 
each society (House, et al., 2004: 96).  
95 
 
Respondents in the GLOBE project were middle managers. “A middle manager was 
defined as one who had at least two levels above and at least two levels below him or her in 
an organization. In the case of very small organizations, a middle manager was defined as 
one who reported directly to the CEO of the organization or had at least one level below him 
or her in their organization” (Chhokar et al, 2008: 21). One half of the respondents from a 
particular company completed one version of the GLOBE culture and leadership survey 
(named form Alpha), whereas the other half filled the second version of the GLOBE 
questionnaire (named form Beta).  
The total sample of 17,370 individual respondents from 951 organizations in three 
branches filled the GLOBE culture and leadership questionnaires. The number of respondents 
per country ranged from 27 for El Salvador to 1,790 for Sweden with an average per country 
of 251 respondents.  
Only organizations coming from food processing industry, financial services, and 
telecommunication services were included in the GLOBE sample. The GLOBE sample was 
limited to these three industries, since these branches of industry are present in the countries 
all over the world. Furthermore, the three branches of industry selected are divergent one 
from another and these divergences have significant consequences for organizational culture.   
Lastly, 62 countries are included in the GLOBE sample. Participating societies are 
grouped into a set of ten regional clusters: Anglo, Latin Europe, Nordic Europe, Germanic 
Europe, Eastern Europe, Latin America, Sub-Saharan Africa, Middle East, Southern Asia, 
and Confucian Asia. Table 3.3 portrays countries/clusters included in the GLOBE project. 
Moreover, wherever it was possible, the GLOBE researches created subcultures in 
multicultural countries. Germany was divided into East Germany and West Germany, 
Switzerland into French and German subcultures and South Africa into Indigenous and 
Caucasian subcultures. 
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Table 3.3 Countries Participating in GLOBE 
 
Anglo  Latin Europe Nordic Europe Germanic Europe Eastern Europe 
Australia 
Canada 
England  
Ireland 
New Zealand 
South Africa 
(White Sample) 
United States 
 France 
Israel 
Italy 
Portugal 
Spain 
Switzerland  
(French-speaking) 
Denmark 
Finland 
Sweden 
Austria 
Germany (Former 
East) 
Germany (Former 
West) 
Netherlands 
Switzerland 
Albania 
Georgia 
Greece 
Hungary 
Kazakhstan 
Poland 
Russia 
Slovenia 
Latin America Sub-Saharan Africa Middle East Southern Asia Confucian Asia 
Argentina 
Bolivia 
Brazil 
Colombia 
Costa Rica 
Ecuador 
El Salvador 
Guatemala 
Mexico 
Venezuela 
Namibia 
Nigeria 
South Africa 
(Black Sample) 
Zambia 
Zimbabwe 
 
Egypt 
Kuwait 
Morocco 
Qatar 
Turkey  
India 
Indonesia 
Iran 
Malaysia 
Philippines 
Thailand  
China 
Hong Kong 
Japan 
Singapore 
South Korea 
Taiwan 
 
Source: Gupta and Hanges, 2004: 191. 
 
3.1.3 The GLOBE Methodology 
One of the main strengths of the GLOBE project is the combination of quantitative and 
qualitative methodologies. The main resource of data used to measure the GLOBE core 
dimensions are two standardized culture and leadership questionnaires. More accurately, the 
gathering of quantitative data was administrated through the use of questionnaires to middle 
managers in three selected industries per country: financial services, food processing 
industry, and telecommunication services.  
The qualitative GLOBE methodology comprises of focus groups, in-depth 
ethnographic interviews, and media analysis. The findings of the focus groups and 
ethnographic interviews were used to ensure that various items and instruments were 
applicable in all the countries, and that the concepts and definitions developed were 
understandable, not culturally offensive, in and relevant to respondents in all the participating 
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countries (Chhokar et al, 2008: 18). Media analysis was completed down with the data 
gathering in phase two.  
 In the following sections, I briefly describe the quantitative and qualitative 
methodology used in the project GLOBE.  
 
Table 3.4 Example of parallel items for the culture scales 
 
  Organization As Is 
  The pay and bonus system in this organization is designed to maximize: 
                   1                  2                  3                  4                  5                  6                  7  
   Individual Interests                                                                                               Collective Interests 
 
Organization Should Be 
In this organization, the pay and bonus system should be designed to maximize: 
                   1                  2                  3                  4                  5                  6                  7  
   Individual Interests                                                                                               Collective Interests 
 
Society As Is 
The economic system in this society is designed to maximize: 
                   1                  2                  3                  4                  5                  6                  7 
   Individual Interests                                                                                               Collective Interests 
 
Society Should Be 
I believe that the economic system in this society should be designed to maximize 
                   1                  2                  3                  4                  5                  6                  7  
   Individual Interests                                                                                               Collective Interests 
 
Source: House and Javidan, 2004: 23. 
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3.1.3.1 Quantitative questionnaires 
Two versions of the GLOBE questionnaires were developed: form Alpha (see Appendix 1) 
and form Beta (see Appendix 2). The scales in both questionnaires measure middle managers 
perceptions of cultural practices and their expectations regarding cultural values and 
leadership dimensions. Questionnaire Alpha is used with the purpose of measuring 
managerial reports of organizational practices “as is” and ”should be”, whereas questionnaire 
Beta is used with the aim of measuring managerial reports of society culture practices and 
values (see Table 3.4).  
Within questionnaire Alpha, 34 questions inquiry about how things are in 
organizations (“as is” items) and 41 questions inquiring about how things should be in 
organizations (referred to as ”should be” items). On the other hand, Beta version of the 
questionnaire is consisted of 78 questions inquiring about societal cultural practices and 
values. Table 3.4 includes examples of items showing fundamentally the same question in 
four forms: organizational cultural practices (as is), organizational cultural values (should 
be), societal cultural practices (as is), and societal cultural values (should be). The items were 
written as “quarters” having isomorphic structures across two levels of analysis (societal and 
organizational) and across the two culture manifestations (“as is” and “should be”) (House, et 
al., 2004: 21).  
Sections two and four from both questionnaires (consisting of 112 leadership 
attributes and behaviour items) were employed to evaluate leadership dimensions. The 
respondents were asked to value if the given statements inhibit or contribute to outstanding 
leadership. The answers were assessed with 7-point Lickert scale from a low of 1=“This 
behaviour or characteristic greatly inhibits a person from being an outstanding leader” to a 
high 7=“This behaviour or characteristic contributes greatly to a person being an outstanding 
leader”. Some exemplars of leadership items and the response scale used for these items are 
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exhibited in Table 3.5. Factor analysis of the single leadership attributes produced twenty one 
first order leadership factors. Following factor analysis of the 21 second order leadership 
factors generated six leadership dimensions.  
 
Table 3.5 Sample items and response alternatives from the culturally endorsed leadership 
theory (CLT) questionnaire  
 
 
Definition of leadership 
 
 
 
Ability of an individual to influence, motivate and enable others to contribute 
toward the effectiveness and success of the organizations of which they are 
members. 
 
Sample leadership items 
 
Sensitive: Aware of slight changes in moods of others. 
Motivator: Mobilizes, activates followers. 
Evasive: Refrains from making negative comments to maintain good relationships 
and save face. 
Diplomatic: Skilled at interpersonal relations, tactful. 
Self-interested: Pursues own best interests. 
 
 
Response options 
 
1 = This behaviour or characteristic greatly inhibits a person from being an 
outstanding leader. 
2 = This behaviour or characteristic somewhat inhibits a person from being an 
outstanding leader. 
3 = This behaviour or characteristic slightly inhibits a person from being an 
outstanding leader. 
4 = This behaviour or characteristic has no impact on whether a person is an 
outstanding leader. 
5 = This behaviour or characteristic contributes slightly to a person being an 
outstanding leader. 
6 = This behaviour or characteristic contributes somewhat to a person being an 
outstanding leader. 
7 = This behaviour or characteristic contributes greatly to a person being an 
outstanding leader. 
 
 
Source: House and Javidan, 2004: 23. 
 
3.1.3.2 Qualitative methodology  
The quantitative questionnaire reports of middle level managers from 62 societies were 
supplemented by qualitative methodology, which comprises focus groups, in-depth 
ethnographic interviews, and media analysis.  While quantitative data were collected from the 
each of 62 participating societies, the researchers of all 62 societies were not able to 
implement the qualitative methodology to the same intensity and depth.  
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 Focus groups were conducted with the main purpose of understanding how middle 
managers in each society perceive outstanding leadership. Within the focus groups, an 
opportunity was given to participants to formally discuss effective, above-average, and 
outstanding managers. It was hoped that at the end of the focus group the participants would 
have greater insights into various behaviours generally employed by managers when leading 
organizational work units (Chhokar et al, 2008: 24). Guidelines for the focus groups were 
provided to the country investigators by the GLOBE coordinating team (for more details see 
Chhokar et al, 2008: 24-26.).   
In-depth ethnographic interviews were administrated with the intention of exploring 
how managers in each culture characterize leadership. The interviews were conducted with at 
least five to seven middle managers. Furthermore, all the interviews were recorded for the 
following content analysis. Same as for the focus groups, guidelines for the in-depth 
ethnographic interviews were provided by the GLOBE coordinating team (for more details 
see Chhokar et al, 2008: 26-27.).   
  Media analysis is the third qualitative method used in the GLOBE project to 
supplement the quantitative data gathered from the 62 participating cultures. The main 
objective of the analysis of media was to get an additional interpretation of leadership as it is 
seen by members of the society. It is expected that media will reflect in what way the society 
perceive leaders and leadership. The media analysis should provide insights into the process 
how the society members think about leadership. Therefore, country investigating teams were 
advised to explore media reports and coverages of leadership in order to understand the core 
of leadership as seen by the eyes of the society members. The general process recommended 
by the GLOBE coordinating team can be seen in more details in Chhokar et al, 2008: 27-28. 
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3.1.4 The GLOBE findings  
This part provides a short summary of the GLOBE findings of society culture, organizational 
culture, and leadership, as well as findings on correlations between culture and leadership.  
 
3.1.4.1 Society culture  
As it was stated previously in this chapter, culture is shaped in expressions of nine cultural 
attributes that, when quantified, are referred to as cultural dimensions. The project GLOBE 
evaluates both “the way things are” (cultural practices) and “the way things should be” 
(cultural values) at the societal and organizational levels of analysis. Each item was measured 
using a scale ranging from 1 to 7. Table 3.4 provides sample questionnaire items for both 
levels of investigation.  
Table 3.6 depicts the descriptive statistics for GLOBE societal cultural dimensions. 
The averages for the cultural practices scores range from 3.37 for gender egalitarianism to 
5.17 for power distance. Most countries included in the GLOBE project tend to be rather mail 
oriented and to encounter higher levels of power distance. The mean scores for uncertainty 
avoidance (4.16), future orientation (3.85), institutional collectivism (4.25), humane 
orientation (4.09), performance orientation (4.10), and assertiveness (4.14) are about the mid-
point of the scale. The mean scores for in-group collectivism (5.13) are just above 5 on the 
scale, which implies that participating societies are mainly reported to be generally in-group 
oriented.  
The largest range of societal practices scores among GLOBE societies is recorded 
within in-group collectivism. The highest country score on this dimension was 6.36 for 
Philippines, while the lowest score was recorded for Denmark (3.53).  The difference in 
scores between the two countries is 2.83. On the other hand, the smallest scope of societal 
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cultural practices scores among GLOBE societies is associated to assertiveness. The highest 
score was documented for Albania (4.89) and lowest for Sweden (3.38) for a divergence of 
1.51. 
Table 3.6 Descriptive statistics for GLOBE cultural practices and values 
Source: Javidan et al., 2004: 31 (with minor modifications). 
 With respect to society cultural values, the mean scores range from 5.94 for 
performance orientation to 2.75 for power distance. The mean scores for uncertainty 
avoidance (4.62), institutional collectivism (4.73), and gender egalitarianism (4.51) are just 
below 5 on the 7-point scale.  The average scores of performance orientation (5.94), future 
orientation (5.49), and in-group collectivism (5.66) are above 5 on the scale. The mean scores 
for assertiveness (3.82) and power distance (2.75) are rather low.  
 Opposite from the cultural practices, for cultural values the largest range is correlated 
to assertiveness. The highest country score on this dimension was recorded for Japan (5.56) 
and lowest for Turkey (2.66) with a difference of 2.90. The smallest scope was recorded for 
in-group collectivism, with the lowest mean score of 4.94 for German speaking Switzerland 
 
GLOBE cultural dimensions 
practices and values 
 
Minimum 
 
Maximum 
 
Mean 
 
Standard 
Deviation 
Uncertainty Avoidance practices  2.88 5.37 4.16 .60 
Uncertainty Avoidance values  3.16 5.61 4.62 .61 
Future Orientation practices 2.88 5.07 3.85 .46 
Future Orientation values 4.33 6.20 5.49 .41 
Power Distance practices 3.89 5.80 5.17 .41 
Power Distance values 2.04 3.65 2.75 .35 
Institutional Collectivism practices 3.25 5.22 4.25 .42 
Institutional Collectivism values 3.83 5.65 4.73 .49 
Humane Orientation practices 3.18 5.23 4.09 .47 
Humane Orientation values 4.49 6.09 5.42 .25 
Performance Orientation practices 3.20 4.94 4.10 .41 
Performance Orientation values 4.92 6.58 5.94 .34 
In-Group Collectivism practices 3.53 6.36 5.13 .73 
In-Group Collectivism values 4.94 6.52 5.66 .35 
Gender Egalitarianism practices 2.50 4.08 3.37 .37 
Gender Egalitarianism values 3.18 5.17 4.51 .48 
Assertiveness  practices 3.38 4.89 4.14 .37 
Assertiveness values 2.66 5.56 3.82 .65 
N = 61 societal cultures 
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and highest mean for El Salvador (6.52). The differentiation among the two country scores is 
1.58.  
 The average results for values are lower than those for practices for only two 
dimensions: power distance (-2.42) and assertiveness (-0.32). For all other dimensions, the 
mean value scores are higher than the mean practice scores. 
  Further analysis of correlations between practices and values pointed out that only 
one dimension, gender egalitarianism, has significant and positive correlation between 
practices and values. For seven other cultural dimensions, this relation is significant and 
negative. Only insignificant correlation was documented for in-group collectivism.  
 In addition, GLOBE results reveal that organizational cultures reflect the societies of 
which they are part. For example, organizations with high in-group collectivism are found in 
societies with high in-group collectivism. Furthermore, the absolute divergence between 
practices and values are bigger for societies than for organizations. 
 
3.1.4.2 The GLOBE findings on leadership  
Within the GLOBE project, leadership attributes are measured through a survey containing 
112 leadership items. Every item is evaluated on a scale scoping from 1 to 7. A result of 1 
indicates that the attribute greatly impede outstanding leadership and 7 indicate that the 
attribute contributes greatly to outstanding leadership. Table 3.7 presents an overview of 
leadership CLT scores for societal clusters.  
 
  
104 
 
Table 3.7 Leadership CLT scores for societal cultures 
 
Culture 
cluster 
 
Country 
 
CLT Leadership Dimensions 
 
Charismatic/ 
Value-based 
Team 
oriented 
Participative Humane 
oriented 
Autonomous Self-
protective 
Eastern 
Europe 
 
 
Albania 5.79 5.94 4.50 5.24 3.98 4.62 
Georgia 5.65 5.85 4.88 5.61 4.57 3.89 
Greece 6.01 6.12 5.81 5.16 3.98 3.49 
Hungary 5.91 5.91 5.22 4.73 3.23 3.24 
Kazakhstan  5.54 5.73 5.10 4.26 4.58 3.35 
Poland 5.67 5.98 5.04 4.56 4.34 3.52 
Russia 5.66 5.63 4.67 4.08 4.63 3.69 
Slovenia 5.69 5.91 5.42 4.44 4.28 3.61 
Cluster average  5.74 5.88 5.08 4.76 4.20 3.67 
Latin 
America 
Argentina 5.98 5.99 5.89 4.70 4.55 3.45 
Bolivia 6.01 6.10 5.29 4.56 3.92 3.83 
Brazil 6.00 6.17 6.06 4.84 2.27 3.49 
Colombia 6.04 6.07 5.51 5.05 3.34 3.37 
Costa Rica 5.95 5.81 5.54 4.99 3.46 3.55 
Ecuador 6.46 6.21 5.51 5.13 3.53 3.62 
El Salvador 6.08 5.95 5.40 4.69 3.47 3.43 
Guatemala 6.00 5.94 5.45 5.00 3.37 3.77 
Mexico 5.66 5.74 4.64 4.72 3.86 3.86 
Venezuela 5.72 5.62 4.88 4.85 3.39 3.81 
Cluster average 5.99 5.96 5.42 4.85 3.51 3.62 
Latin 
Europe 
France 4.93 5.11 5.90 3.82 3.32 2.81 
Israel 6.23 5.91 4.96 4.68 4.26 3.64 
Italy 5.98 5.87 5.47 4.38 3.62 3.25 
Portugal 5.75 5.92 5.48 4.62 3.19 3.10 
Spain 5.90 5.93 5.11 4.66 3.54 3.38 
Switzerlanda  5.90 5.62 5.30 4.55 4.02 2.94 
Cluster average 5.78 5.73 5.37 4.45 3.66 3.19 
Confucian 
Asia 
China 5.56 5.57 5.04 5.19 4.07 3.80 
Hong Kong  5.66 5.58 4.86 4.89 4.38 3.67 
Japan 5.49 5.56 5.07 4.68 3.67 3.60 
Korea, South 5.53 5.52 4.92 4.87 4.21 3.67 
Singapore 5.95 5.76 5.30 5.24 3.87 3.31 
Taiwan 5.58 5.69 4.73 5.35 4.01 4.28 
Cluster average 5.63 5.61 4.99 5.04 4.04 3.72 
Nordic 
Europe 
Denmark 6.00 5.70 5.80 4.23 3.79 2.81 
Finland 5.94 5.85 5.91 4.30 4.08 2.55 
Sweden 5.84 5.75 5.54 4.73 3.97 2.81 
Cluster average 5.93 5.77 5.75 4.42 3.94 2.72 
Anglo Australia 6.09 5.81 5.71 5.10 3.95 3.05 
Canadab 6.15 5.84 6.09 5.20 3.65 2.96 
Ireland 6.08 5.81 5.64 5.06 3.95 3.00 
New Zealand 5.87 5.44 5.50 4.78 3.77 3.19 
South Africac 5.99 5.80 5.62 5.33 3.74 3.19 
United Kingdom  6.01 5.71 5.57 4.90 3.92 3.04 
United States 6.12 5.80 5.93 5.21 3.75 3.15 
Cluster average 6.05 5.74 5.73 5.08 3.82 3.08 
Sub-
Saharan 
Africa 
Namibia 5.99 5.81 5.48 5.10 3.77 3.36 
Nigeria 5.76 5.65 5.18 5.49 3.62 3.89 
South Africad  5.16 5.23 5.04 4.79 3.94 3.62 
Zambia 5.92 5.86 5.29 5.27 3.43 3.66 
Zimbabwe 6.11 5.97 5.57 5.18 3.37 3.20 
Cluster average 5.79 5.70 5.31 5.16 3.63 3.55 
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Table 3.7  Leadership CLT scores for societal cultures - continuing 
Southern 
Asia 
India 5.85 5.72 4.99 5.26 3.85 3.77 
Indonesia 6.15 5.92 4.60 5.43 4.19 4.12 
Iran 5.81 5.90 4.97 5.75 3.85 4.34 
Malaysia 5.89 5.80 5.12 5.24 4.03 3.49 
Philippines 6.33 6.06 5.40 5.53 3.75 3.32 
Thailand 5.78 5.76 5.29 5.09 4.28 3.91 
Cluster average 5.97 5.86 5.06 5.38 3.99 3.83 
Germanic 
Europe 
Austria 6.02 5.74 6.00 4.93 4.47 3.07 
Germany Easte 5.84 5.49 5.88 4.44 4.30 2.96 
Germany Westf 5.87 5.51 5.70 4.60 4.35 3.32 
Netherlands 5.98 5.75 5.75 4.82 3.53 2.87 
Switzerland  5.93 5.61 5.94 4.76 4.13 2.92 
Cluster average 5.93 5.62 5.86 4.71 4.16 3.03 
Middle 
East 
Egypt 5.57 5.55 4.69 5.15 4.49 4.21 
Kuwait 5.90 5.89 5.03 5.21 3.39 4.02 
Morocco 4.81 5.15 5.32 4.10 3.34 3.26 
Qatar 4.51 4.74 4.75 4.66 3.38 3.91 
Turkey 5.95 6.01 5.09 4.90 3.83 3.57 
Cluster average 5.35 5.47 4.97 4.80 3.68 3.79 
A Switzerland (French-speaking)                     CLT leadership scores in this table are a4.66bsolute scores aggregated  
B Canada (English-speaking)                            to the societal levels4.90 
C South Africa (White sample) 
D South Africa (Black sample) 
E Germany (East): Former GDR 
F Germany (West): Former FRG 
 
Source: Dorfman et al., 2004: 712-713 (with minor modifications). 
 
 The GLOBE research data reveals that twenty two leadership attributes are perceived 
as universally desirable. Around 95% of the countries mean scores for these attributes were 
higher than 5, while the world grand mean score exceeded 6 on a 7-point scale. Motivational, 
foresight, and dynamic are exemplars for such attributes. Eight leadership attributes are seen 
as universally negative. Most of the country (around 95%) average scores, as well as the 
world average score were less than 3 on a 7-point scale.  Furthermore, 35 leadership 
attributes are considered to be contributors in some cultures and obstacles in other cultures. 
One of the examples is leader attribute elitist with a society average scores ranging from 2.85 
to 6.73. Additionally, GLOBE results indicated that in some countries like the Netherlands 
and Switzerland the concept of leadership is defamed and that members of these cultures are 
sceptical of individuals who are in the positions of power in fear they might abuse power. In 
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such cultures, considerable restrictions are placed on what persons in power may and may not 
do, and such persons do not have any special treatment or privileges.  
 Charismatic/value based and team oriented leadership are commonly accounted to 
contribute to outstanding leadership. The scope of average country scores among 62 countries 
is 4.5 to 6.5 for charismatic/value based leadership, and 4.7 to 6.2 for team oriented 
leadership. The highest score for charismatic/value based leadership has the Anglo cluster 
(6.05), whereas the highest score for team oriented leadership has Latin American cluster 
(5.96). The lowest scores for both charismatic/value based leadership (5.35) and team 
oriented leadership (5.47) is documented in the Middle East cluster.  
 Self-protective leadership is commonly perceived as an impediment to outstanding 
leadership. The range of mean societal scores between GLOBE counties is 2.5 to 4.6. The 
highest average score on self-protective leadership was recorded in Southern Asia cluster 
(3.83) and the lowest in Nordic Europe cluster (2.72). 
 Participative leadership is in general perceived as contributing to outstanding 
leadership, even though there are significant divergences between countries and clusters. The 
range of average country scores is 4.5 to 6.1 on a 7-point scale. The highest mean score on 
participative leadership is recorded in Germanic Europe cluster (5.86), and the lowest mean 
score in the Middle East cluster (4.97).  
 Humane oriented leadership is account to be of neutral impact in some societies and 
to moderately contribute to outstanding leadership in others. The scope of average societal 
scores is 3.8 to 5.6. The highest score on humane oriented leadership is recorded in Southern 
Asia cluster (5.38) and the lowest in Nordic Europe cluster (4.42).  
 Autonomous leadership is perceived as an impediment to outstanding leadership in 
some countries and to somewhat facilitate outstanding leadership in other. The scope of 
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average country scores is 2.3 to 4.7. The highest average cluster score is recorded in Eastern 
Europe (4.20) and the lowest in Latin America (3.51).  
 
3.1.4.3 Correlations amongst cultural dimensions and leadership dimensions 
One of the tasks of the project GLOBE was to test relationships between cultural dimensions 
and conceptually related CLT leadership dimensions. GLOBE team used “hierarchical liner 
modelling” (HLM), a procedure that indentifies the total amount of variance in a dependent 
variable that is accounted for by forces at the individual, organizational, industrial, and 
societal levels” (Dorfman et al., 2004: 698). 
 HLM tests reveal that the performance orientation (values) is the only cultural 
dimension which at the organizational level is significant predictor of all six leadership 
dimensions. Performance orientation (values) is negatively correlated only with self-
protective leadership and positively correlated with other leadership dimensions.  
 GLOBE findings reveal that the most important predictor of charismatic/value based 
leadership at the organizational level of investigation is performance orientation cultural 
value (0.60). A second major predictor of charismatic/value based leadership for both societal 
(0.41) and organizational (0.69) levels of analysis is in-group collectivism. Other cultural 
values positively correlated to charismatic/value based leadership at the organizational level 
include future orientation (0.42), institutional collectivism (0.35), and humane orientation 
(0.37) dimensions. Gender egalitarianism (0.41) values are positively correlated to this 
leadership dimension at the societal level of examination. Organizational assertiveness 
cultural practices (-0.18) are seen as an obstacle to this leadership dimension. Society cultural 
values power distance (0.57) and uncertainty avoidance (-0.20) are negatively related to 
charismatic/value based leadership. 
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 The in-group collectivism (0.47), humane orientation (0.35), performance orientation 
(0.31), and future orientation (0.28) cultural value dimensions were significantly and 
positively related to team oriented leadership dimension. GLOBE findings showed that 
uncertainty avoidance (practices and values) were significant predictors at the both levels of 
investigation. Organizational assertiveness cultural values (-0.14) are negatively correlated to 
team oriented leadership.  
 Strong positive predictors of self-protective leadership at the society level of analysis 
were power distance (0.87), uncertainty avoidance (0.63), future orientation (0.40), and 
institutional collectivism (0.38) cultural values. Moreover, self-protective leadership 
dimension had strong negative correlation with gender egalitarianism (-0.62), and rather 
weak negative correlation with in-group collectivism (-0.30). At the organizational level of 
examination, self-protective leadership dimension had fairly weak correlations with cultural 
values. Organizational cultural values power distance (0.25), uncertainty avoidance (0.26), 
and future orientation (0.27) were positively correlated to this leadership dimension. On the 
other hand, self-protective leadership were negatively correlated to gender egalitarianism (-
0.20) and performance orientation (-0.11).  
 At the society level, participative leadership dimension was positively correlated with 
performance orientation (0.47), gender egalitarianism (0.65), and humane orientation (0.62) 
cultural values, and negatively with power distance (-0.85) and uncertainty avoidance (-0.49) 
cultural values. This leadership dimension had strong negative correlation with organizational 
power distance values (-0.32). On the other hand, organizational cultural values humane 
orientation (0.32), performance orientation (0.25), and gender egalitarianism (0.21) were 
positively correlated with this leadership dimension.  
 At the society level of investigation, humane oriented leadership was positively 
related to uncertainty avoidance (0.32) and assertiveness (0.23) cultural values, and 
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negatively correlated with power distance values (-0.34). The HLM test shows multiple 
positive correlations between humane oriented leadership dimension and organizational 
cultural values, out of which the strongest ones are with humane orientation (0.56) and in-
group collectivism (0.52). Furthermore, this leadership dimension was positively correlated 
with organizational cultural values institutional collectivism (0.22), performance orientation 
(0.25), assertiveness (0.27), and future orientation (0.27). 
 Autonomous leadership was positively correlated with performance orientation (0.19) 
and assertiveness (0.23) values, and negatively with humane orientation (-0.29) values at the 
organizational level of analysis. At the society level of investigation, autonomous leadership 
was negatively correlated to institutional collectivism values (-0.35). 
  To conclude with, the GLOBE findings show that societal and organizational cultural 
values defined within the GLOBE project have significant influence on the content of 
leadership profiles. On the other hand, societal and organizational cultural practices normally 
do not. 
 
3.1.4.4 Third phase of the project GLOBE – sample and findings 
Third phase of the project GLOBE started in 2000 and has been completed this year (2012). 
Sample of the third phase included 1060 CEOs and over 5000 direct reports in 24 nations 
(Dorfman et al., 2010, 2012). The main aim of this phase was to investigate “the impact of 
national culture and CLTs on actual behavior and CEO effectiveness” (Dorfman et al., 2012: 
in press). The focus of the GLOBE research team switched from the middle level managers 
to executives and top management team members. The study included qualitative and 
quantitative methods. Countries included Azerbaijan, Austria, Brazil, China, Estonia, Fiji, 
Germany, Greece, Guatemala, India, Mexico, The Netherlands, Nigeria, Peru, Romania, 
Russia, Slovenia, Solomon Islands, Spain, Taiwan, Tonga, Turkey, the United States, and 
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Vanuatu (Dorfman et al., 2012: in press). The following findings regarding the predictability 
of leadership behaviors and leadership effectiveness were found (Dorfman et al., 2012: in 
press): 
 National culture does not predict leadership behavior. 
 Culturally endorsed leadership theory (CLT) predicts leadership behavior. 
 Leaders who behave according to expectations are effective. 
 Three types of leaders are distinguished: those who fall short of expectations, those 
who meet expectations and those who exceed expectations. 
 Leadership enactment and effectiveness depend on specific kinds of leadership 
exhibited. Further, enactment and effectiveness of certain behaviors vary across 
cultures, others do not. 
The GLOBE research team intends to publish the third GLOBE book this year with 
the title ‘‘Strategic Leadership: The GLOBE study of CEO Effectiveness Across Cultures’’. 
Book should include detailed description of the third phase.  
 
3.2 Critical approach to the GLOBE project   
Cross-cultural research is difficult and full of methodological pitfalls that exceed those 
encountered in single-culture research (Triandis, 1194: 114). Concerns regarding functional 
equivalence, instrumentation, sampling issues, measurement, and analysis have been widely 
expressed (Boyacigiller, et al., 2004: 110).  
 Thus far, a number of cross-cultural leadership scholars have provided a critical insight into 
the methodology and empirical findings of the project GLOBE (Hofstede, 2006, 2010; Graen, 
2006; Triandis, 2004; Venaik and Brewer, 2008, 2010; Smith, 2006; Maseland and van 
Hoorn, 2009; Taras et al., 2010; McCrae et al., 2008; Bertsch, 2012; Tung and Verbeke, 
2010). Following chapters sum up critical analysis of the GLOBE project.  
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3.2.1 Dichotomies including the emic- etic perspective 
Cross-cultural research is characterized by a number of dichotomies including the emic-etic 
perspective, local versus specific knowledge, and the search for similarities versus 
differences (Dorfman, 2004: 334). Culture unique aspects which are not comparable across 
cultures are labelled emics, whereas culture universal phenomena are categorized as etics. 
Hence, one assignment to cross-cultural scholars is to detect emics and etics (Graen, et al., 
1997). Combination of emics and etics aspects of culture is necessary for construct 
development and more precise measurement, since these two aspects are complementary, not 
incompatible (Dorfman, 2004).  
The GLOBE research project is focused on, both, general and unique aspects of 
cultures studied. Terms “culture universal” and “culture specific” are used by the GLOBE 
research team to replace the terms “etic” and “emic”. The GLOBE research team uses 
multiple approaches to study culture and leadership across societies. Quantitative survey 
questionnaires were used as a main source of quantitative data collection of the core GLOBE 
dimensions (9 dimensions of societal culture, 9 dimensions of organizational culture, and 21 
primary leadership scales). Furthermore, the sample consisted of middle level managers 
allowed the GLOBE researchers to make generalizations regarding the subcultures of middle 
managers in the industries investigated. This sampling strategy increases the internal validity 
of the study by ensuring that the units of analysis are well defined and internally 
homogeneous and therefore comparable (House and Javidan, 2004: 20). Questionnaire 
responses of middle managers mirror the broader culture in which the middle managers are 
submerged instead the cultures of middle managers alone (House, et al., 2004). Quantitative 
research findings of the project were enriched through qualitative analysis (media analysis, 
focus groups, in-depth ethnographic interviews) administrated in 25 societies. The country 
specific findings are recapitulated in the second GLOBE monograph (Chhokar et al., 2007), 
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whereas first GLOBE book (House et al., 2004) summarizes universal aspects of the societies 
explored.  
 
3.2.2 Response bias analysis 
Response bias emerges when respondents answer questions in the way they think the 
questions should be answered rather than in accordance with their personal beliefs. If scores 
are biased, their meaning is culture- or group-dependent, and group differences in assessment 
outcomes need to be accounted for, at least to some extent, by auxiliary constructs or 
measurement artefacts (Van de Vijver and Leung, 2011: 22). 
Cross-cultural researchers have discovered that people from diverse cultures show 
tendency to use different response sets when answering questionnaires (Triandis, 1994). For 
instance, people from East Asian cultures tend to evade extreme ends of a scale while in 
Mediterranean cultures people tend to use extreme ends of a scale (Hui and Triandis, 1989; 
Triandis, 1994; Stening and Everest, 1984). The existence of these diverse response models 
can bias cross-cultural comparisons.  
The GLOBE research team used multi-method approach and a statistical 
standardization correction procedure to minimize the influence of biases. To prevent common 
source bias, GLOBE researchers used two quantitative surveys that were administrated to two 
divergent groups of respondents (for more details on sample design see part 4.1.2.). When 
analysing the associations among leadership and culture, the GLOBE team correlated 
responses from one group on leadership with those from another group on culture, thus 
inhibiting common source bias (House, et al., 2004). Furthermore, a statistical standardization 
correction procedure has been carried out to eliminate cultural response biases from 
questionnaire data. Following the description provided by Triandis (1994), the GLOBE team 
calculated each individual’s mean and standard deviation for every single item in the survey. 
113 
 
Next, corrected individual item responses are computed by deducting that individual’s mean 
response from the actual responses for that item and dividing this divergence by that 
individual’s standard deviation (House, et al., 2004). Corrected scale scores were then 
accumulated to the society level of investigation.  
The classical model described by Triands (1994), even though very useful, has several 
limitations. First limitation refers to the inability to interpret the corrected scales. In 
particular, although helpful in eliminating cultural response bias, the classical correction 
procedure generates scores that are not attached to the initial 7-point scale. Moreover, the 
values of cumulative corrected scales often include negative values, hence, making it 
impossible to interpret the cumulative corrected scores by relating to the initial scales. Further 
limitation is that this procedure provides only a general proof of whether cultural response 
bias exists in the data. Usually, cross-cultural researchers compare the corrected and the 
original scale scores. If the correlations among the two scores sets are large, the data sets are 
free from cultural response biases. On the other hand, if the correlations are minor, the 
response bias is present in the data. However, this assessment does not reveal whether 
response bias is credited to a few societies rather than the overall sample. Within the GLOBE 
project, cumulative corrected scale scores were correlated with cumulative uncorrected 
scores, firstly for societal culture scores, and later for leadership attributes, first-order and 
second-order leadership scales. The magnitude of these correlations indicates that cultural-
response bias plays a minor role in culture and leadership scales (House et al., 2004).  Lastly, 
the classical procedure yields ipsative scores. More precisely, the corrected scores mirror “the 
average response to a scale relative how all individuals in a society rate all of the scales. 
There is a long history in the psychometric literature about the difficulty of using ipsative 
scores to make between-group comparisons” (Hanges, 2004: 738).  
114 
 
To avoid abovementioned limitations of the traditional correction procedure, the 
GLOBE team made some modifications to the process. Firstly, regression analysis was 
administrated to rescale the corrected scores back to the initial 7-point scale and by that 
making them directly interpretable. By administrating this additional step, first limitation of 
the classical correction procedure (Triandis, 1994) is eliminated. The second modification 
performed by the GLOBE team was the use of studentized residuals (t-tests) to identify 
societies whose scale scores display considerable response bias. Exploring the studentized 
residuals France, Morocco, Qatar, and Indonesia were continually identified as outliers. This 
suggests that data from these societies might be exhibiting substantial levels of cultural 
response bias (Hanges, 2004: 749).  
Despite the effort invested in overcoming cultural response biases, the GLOBE data 
are biased. Two types of biases can be distinguished: “I can answer any question bias” and 
“social desirability bias”. The identification of these biases is very difficult, because of their 
universal character. The source of these two biases lies in the conception and the design of 
the GLOBE questionnaires and the GLOBE sample. 
Hofstede (2006, 2010) pointed out the problem of “I can answer any question bias” in 
the GLOBE data. It refers to the inability of the respondents to answer to “as is” questions 
without being influenced by the ideology of “should be” answers. Hofstede’s (2006) main 
concern is that items used in the GLOBE questionnaires may not have captured what the 
researchers supposed them to evaluate. The questionnaires items are designed at relatively 
high level of abstraction. Issues imposed to the respondents are rather far from their everyday 
concerns.  
GLOBE cultural items are written in a bipolar format. “As is” items (referred to as 
practices) are placed in the first part of the questionnaire, whereas “should be” items (referred 
to as values) were included in the third section of the questionnaire. Questions regarding 
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society culture practices start with the words “In this society ...”, while the “should be” 
questions begin with “In this society...” or “I believe that ...”. In the organizational culture 
questionnaire the word “society” is replaced by “organization”. By asking questions 
concerning cultural practices it was assumed that the respondents were able to compare their 
society with other societies. Hofstede (2006) believes this assumption is naive. A possible 
explanation of the denotation of the questions included in the survey to the respondents is the 
correlations among the cultural practices and values. For seven out of the nine cultural 
dimensions the correlations among the mean country scores on the cultural practices and 
values were significantly negative: uncertainty avoidance (r = -0.62, p<0.01), institutional 
collectivism (r = -0.61, p<0.01), power distance (r = -0.43, p<0.01), future orientation (r = -
0.41, p<0.01), humane orientation (r = -0.32, p<0.01), performance orientation (r = -0.28, 
p<0.01), and assertiveness (r = -0.26, p<0.05). For Hofstede (2006), the negative correlations 
denote that “as is” answers and “should be” answers are not independent. Furthermore, 
Hofstede (2010) argues that when the respondents were asked to describe existing practices 
in their society this mirrored their beliefs concerning values (how things should be done in 
the society). The respondents tended to evaluate their society from an ideological viewpoint. 
Gender egalitarianism (r = 0.32, p<0.05) and in-group collectivism (r = 0.21, not significant) 
are the only two dimensions with positive correlations between practices and values. These 
two dimensions concern the basic human relationships among men and women, and parents 
and their children, with which everybody is accustomed. The positive correlations denote that 
in these cases the respondents tended to take the actual situation as their norm, which is a 
characteristic of a coherent culture (Hofstede, 2010: 1340).  
The possibility that the respondents in the GLOBE pool have the international 
experience is excluded by the sample design criteria. The GLOBE project was administrated 
on the sample of approximately 17,000 respondents coming from three national industries: 
116 
 
food processing, financial services, and telecommunications. Employees of local offices of 
multinational firms were excluded to avoid cultural contamination (House et al., 2004: 725).  
There is a little doubt that persons do feel that they are able to characterize both their 
own and others nations (Smith, 2006: 916). Inability of respondents to give competent 
answers when asked to assess their own and other cultures induce the likelihood that their 
responses will be stereotyped. Stereotyped answers will eventually lead to social desirability 
biases. More specifically, stereotypes “mostly comprise statements of behaviours or practices 
that respondents perceive to be widespread or to be emphasised in their own organization or 
society” (Smith, 2006: 916). Now, the question arises whether respondents are able to portray 
their societies validly (Hofstede, 2006). Hofstede (2006) argues that an international 
experience and an uncommonly open mind are required for a person to make a plausible 
comparison among one’s own society and others. Implicitly or explicitly, and individual’s 
ratings will be mapped onto their prior experiences of the world, which may be more or less 
limited, and which will necessarily reflect the perspectives of those that are more salient to 
them (Smith, 2006: 916). Problem arises when a person is asked to characterise himself/ 
herself, and to ask them to assess their society is considerably more complicated, since 
adequate comparators versus which to make judgements are going to be less familiar or less 
important. Some of the GLOBE questionnaire items referring to cultural practises are less 
vulnerable to error since they entail within-society comparison (e.g. “In this society, boys are 
encouraged more than girls to attain higher education”).  Then again, items generally include 
an implicit comparison with other societies (e.g. “In this society, orderliness and consistency 
are stressed, even at the expense of experimentation and innovation”). The items in the 
GLOBE questionnaires are designed and formulated to provoke respondents to answer from a 
subjective perspective. A more impersonal formulation of the questions (using case 
examples) would probably neutralize this issue. 
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Social desirability bias is also rooted in the GLOBE sample design. GLOBE includes 
62 different societies from all over the world. It is possible that the tendencies of the 
respondents to present themselves in a positive way differ across cultures (Hofstede, 1980) 
and thus could be very challenging in a cross-cultural research. It is likely that cultural 
background affects the comfort level of respondents in answering items of this kind, and thus 
respondents from some countries may lean towards middle responses, while other 
respondents may tend toward more extreme answers (Vas Taras, et al., 2011: 7). If members 
of one society lean to answer questions in a socially desirable way more than members off 
other societies, especially when characterising leadership behaviours of their supervisors, 
evident cultural divergences may only mirror opposed response sets (Triandis, 1972). The 
tendency to respond in a socially desirable manner may be particularly prevalent in cultures 
that are high in collectivism and power distance (Dorfman, 2004: 332).  
 
3.2.3 Analysis of the GLOBE sample design 
Respondents in the GLOBE project were middle managers from three industries: food 
processing industry, financial services, and telecommunication services. In total, more than 
17,000 middle managers from 951 organizations in 62 countries were included in the GLOBE 
sample.   
The first critique of the GLOBE sample design addresses the problem of its 
representativity. Can samples of 300 middle managers who characterize small homogeneous 
cultural segments of societies be representative of a heterogeneous society cultures (Graen, 
2006)? How representative a sample of 300 respondents can be for such multicultural nations 
with multiple sub-nations e.g. like China (Graen, 2006)? Little can be concluded about the 
many variables that may be responsible for national samples (Graen, 2006: 97).  
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Next, findings from GLOBE are rooted solely upon data sets of middle managers 
from three branches of industry in the countries studied in GLOBE. Thus, overall GLOBE 
findings on culture and leadership are therefore limited, “with consequences for the 
generalization of the results for a whole culture, and the economy in each country which may 
be based on others than the included branches” (Lang, 2011: 7). Hofstede (2006, 2010) 
argues that evaluating leadership from survey answers by leaders is a questionable approach. 
What's more, in his IBM study, Hofstede (2006) has found dramatic differences among 
bosses’ and subordinates’ statements on leadership attributes. The GLOBE team addresses to 
this problem as well. It was acknowledged that the possible limitation of the GLOBE study 
lies in the fact that middle managers, when evaluating attributes for outstanding leadership, 
are more prone to think of the higher level leaders (Den Hartog et al., 1999). From the middle 
managers point of view, top managers are the leaders within the companies. 
To ensure the comparability between societies studied in GLOBE, one of the 
objectives was to obtain the relatively homogeneous samples within cultures (House, 2004). 
As highlighted by House et al. (1999) it is not possible to acquire representative samples of 
multicultural nations such as China, the United States, or India, nevertheless “samples drawn 
from these cultures need to be comparable with respect to the dominant forces that shape 
cultures, such as ecological factors, history, language, and religion” (pp.233). Furthermore, 
where possible, the GLOBE team sampled subcultures in multicultural societies. In addition, 
sampling from middle managers allowed the research team “to generalize to the subcultures 
of middle managers in the countries and the three industries studied” (House et al.,1999: 
191). GLOBE focuses on middle managers in their sample because they wanted to investigate 
people who had experience as both a leader and follower.  The internal strength of the study 
is increased if the units of the investigation are properly identified and internally 
homogeneous. Findings were expected to mirror certain features of the national cultures of 
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the countries studied. Nevertheless, House et al. (2006) remarks that one must be precautious 
when making generalizations regarding national cultures or divergences between them 
because of the particular character of the GLOBE sample.  
The sample size can be also critically observed across societies studied in GLOBE. 
Out of 62 societies, sample size is under 250 respondents for 34 countries, and under 50 
respondents for six countries (for closer information look Table 5 in Den Hartog et al., 1999: 
238). Also, it must be mentioned that the leadership items are incorporated in the both 
GLOBE questionnaires. All respondents in the GLOBE sample responded to the leadership 
questions. On the other hand, only half of the sample responded to questions concerning 
society culture and the other half to questions regarding organizational culture. Hence, the 
GLOBE sample should be reduced by half. What's more, such a small country samples 
should not be considered within the GLOBE project. GLOBE’s emphasis to assure the 
homogeneity of the sample within cultures to ensure the comparability among societies 
studied is disrupted with the disparity of the within society sample sizes (e.g. Thailand – 449 
respondents, Sweden – 1790 respondents, Namibia – 32 respondents, etc.). The GLOBE 
research team succeeds to ensure the homogeneity of the sample, but fails on the quantitative 
plan. The number of respondents per country ranging from 27 (for El Salvador) to 1,790 (for 
Sweden) is not acceptable. The GLOBE team should have defined minimum respondent 
criterion per country for country co-investigators. In general, the sample criteria established 
by GLOBE sets a loose framework for a "take what you can get2" approach. The validity of 
the GLOBE findings is questionable having in mind different sample sizes across societies 
studied. 
The independency of the GLOBE sample is not guaranteed. Generally, the sample 
criterion is rather permeable, thus cultural purity of the sample cannot be assured. Even 
                                                          
2 This expression was taken from Kuechler, 1987: 237. 
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though the GLOBE researchers included only domestic organizations in their sample and 
excluded personnel of local offices of multinational firms, there is no assurance that 
respondents do not have multi-cultural background. Section 5 (demographic questions) of 
both GLOBE questionnaires is focused on inquiring about cultural background of the 
respondents. In this section, respondents are asked to name the country where they were born, 
their current citizenship, how long they have lived in present country, and if they have lived 
in other countries longer than one year. Furthermore, the respondents were asked about the 
country their parents were born and if they have ever worked for a multinational corporation. 
These questions induce two possible alternatives: (1) the GLOBE sample was adjusted based 
on these data (the cleanup procedure of the unacceptable questionnaires and/or respondents), 
or (2) these data were not taken into consideration for the follow-up analysis. It is not clear 
for what purpose GLOBE used these data, since this is not specified in two GLOBE 
monographs (House, et al., 2004; Chhokar, et al., 2007). GLOBE should also include 
information whether an appropriate cleanup procedure was administrated in a follow-up 
analysis. How many questionnaires were discarded, how many of them was irregularly filled 
up, were respondents who were born and lived in other countries, and who have previous 
working experience in a multinational organizations excluded from the sample? GLOBE does 
not provide answers to these questions. What one can learn from the GLOBE monographs is 
solely the total sample size of 17,370 individual respondents from 951 organizations in 62 
countries.  
 
3.2.4 Ethnocentrism  
Most of cross-cultural studies are ethnocentric, with research developed and tested in one 
culture and simply replicated in other cultures, rather than fairly comparative, intended to 
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explore similarities and divergences across two or more cultures (Dorfman, 2004). Often, 
cross-cultural investigations simply replicate US research designs.  
 Graen (2006) and Hofstede (2006, 2010) draws attention to the problem of 
ethnocentrism in the GLOBE project. Although GLOBE’s network and respondent 
population were quite international, its project design and investigation still mirror US 
hegemony (Hofstede, 2006, 2010). All what country co-investigators needed to do was ‘back 
translate’ two English quantitative questionnaires and gather data from at least 300 middle 
managers concerning their perceptions of culture and effective leadership (Graen, 2006).  
 Graen’s (2006) and Hofstede’s (2006, 2010) claims were rejected from GLOBE by 
referring to the participation of country co investigators in developing and facilitating every 
aspect of the GLOBE project (House et al., 2006; Javidan, et al., 2006; House et al., 2004; 
Den Hartog, et al., 1999). Initially, Robert House together with Paul Koopman, Henk Thiery, 
Celeste Wilderome, and Phillip Podsakoff developed a pool of 735 questionnaire items by 
1993. Subsequently, GLOBE was founded in the summer of 1993, and recruiting of GLOBE 
country co-investigators had begun. In August 19943, fifty four country co-investigators from 
38 countries participated at a meeting in Calgary, Canada. During this meeting a definition of 
leadership was agreed upon. Country co-investigators were asked to evaluate 
understandability, translatability, validity, and significance of the questionnaire items in their 
cultures. The GLOBE data gathering was administrated in the interval between 1994 and 
1997. Based on the country co-investigators feedback, the questionnaire items were filtered. 
Now, the question arises whether the time gap between the meeting in Calgary and the 
beginning of the data gathering was enough for the country co-investigators to go through the 
questionnaire items in details and to give their feedback, and for the GLOBE coordinating 
                                                          
3 There is an inconsistency in reporting the date of the first GLOBE conference (House et al., 2006; Javidan, et 
al., 2006; House et al., 2004; Den Hartog, et al., 1999).  In their (the GLOBE team) earlier work (up till 2004), 
the summer of 1994 was mentioned as the date of the first conference. Afterwards, summer of 1993 is indicated 
instead.  
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team to modify the questionnaire items accordingly? Furthermore, meeting in Calgary was 
attended by 54 country co-investigators from 38 countries, which basically represents more 
than a half of the societies integrated within the GLOBE project, or two thirds of total 
number of country co-investigators. Moreover, one must question the contribution of other 
country co-investigators?  Additionally, “the book’s 25 editors and authors overwhelmingly 
hold management or psychology degrees from US universities” (Hofstede, 2006: 884).  
 The GLOBE integrated theory, which represents a combination of value-belief theory 
of culture (Hofstede, 1980; Triandis, 1995), implicit leadership theory (Lord and Maher, 
1991), implicit motivation theory (McClelland, 1985), and structural contingency theory of 
organizational form and effectiveness (Donaldson, 1993; Hickson, Hingins, McMillan, and 
Scwitter, 1974) (House, Wright, and Aditya, 1997: 599), is a manifestation of mainly 
Western ways of thinking. These theories are predominantly culture-bound mirroring US 
assumptions, beliefs, attitudes, and values (House and Aditya, 1997).  
 
3.2.5 The negative correlation between practices and values  
Several cross-cultural scholars were intrigued by the negative correlations between the 
GLOBE culture practices and values (Hofstede, 2006, 2010; Graen, 2006; Venaik and 
Brewer, 2008, 2010; Maseland and van Hoorn, 2008; Taras, et al., 2010). These unpredicted 
negative correlations provoked new questions and raised the interest among the cross-cultural 
researchers.  
For seven out of nine GLOBE cultural dimensions the correlations between practices 
and values were significantly negative (House et al., 2004): uncertainty avoidance, 
institutional collectivism, power distance, future orientation, humane orientation, 
performance orientation, and assertiveness. Only for two culture dimensions were the 
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practices and values positively related: for gender egalitarianism the relationship was positive 
and significant, and for in-group collectivism positive but statistically insignificant.  
 According to Hofstede’s “onion diagram” (Hofstede, 2001, 2010), values are the core 
elements of the culture, shaping the base for cultural practices. Cultural practices are driven 
by cultural values and a linear and positive relation exist among them (Hofstede, 1980). Thus, 
positive relationships between cultural practices and values should be expected. Hofstede 
(2006) argues that the negative correlations in GLOBE findings suggest that cultural practices 
and values are dependent, and that respondents were influenced by their “should be” ideology 
when describing society culture practices. On the other hand, the positive correlations imply 
that respondents were taking existing situation as their norm. 
 Maseland and van Horn (2009) attempts to explain the negative correlations among 
GLOBE practices and values by the microeconomic theorem of diminishing marginal utility. 
The relative importance that people attach to the consumption of commodities declines with 
the amount they have at their disposal (Maseland and van Horn, 2009: 529). They claim that 
if an objective is fulfilled the importance one gives to the realization of that objective 
decreases. On the contrast, what is perceived as missing is usually valued highly. Brewer and 
Venaik (2009) take into consideration the microeconomic theorem of diminishing marginal 
utility. They point that this theorem is completely incompatible with the positive correlations. 
Furthermore, they “think the explanation for negative correlations between GLOBE cultural 
practices and values may lie in the nature of each culture dimension, and in the precise 
content and meaning of the questions used to measure each dimension in the GLOBE 
questionnaire (Brewer and Venaik, 2009: 1319). Nevertheless, their remarks are not much 
beneficial in discovering these meanings. Taras et al. (2010) suggest concepts such as 
anchoring and priming in explaining the negative correlation between GLOBE cultural 
practices and values. They believe that sequence in starting survey with practice items, 
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followed by value items could influence responses throughout context impacts, such as 
anchoring or priming (Taras et al., 2010). “The as is items coming first might force the 
respondents to focus on existing practices, which sets an anchor in the respondents’ minds 
and primes them to evaluate the should be items that follow in relation to this anchor. Thus 
the responses to should be items may not represent fundamental values, but rather beliefs in 
relation to the anchor or prime set by the preceding as is questions.” (Taras et al., 2010: 5) As 
the authors believe, this could contribute to negative correlations among practices and values. 
  The negative relations between cultural practices and values have also intrigued the 
GLOBE team. In the concluding chapter of the first GLOBE book, the editors state that the 
association among practices and values is nonlinear, more complex than initially assumed, 
and dimension specific (House et al., 2004). In short, our findings point to the need for a 
more complex understanding of the relationship which views it as dynamic and double 
directional rather than static and unidirectional (Javidan et al., 2004: 730). Later on, the 
GLOBE team have suggested a “deprivation hypothesis” (Javidan et al., 2006) as an 
explanation, stating that cultures lacking desired features is probably to want more of it. 
 
3.3 Description of the frame for empirical research in Bosnia and Herzegovina 
 
3.3.1 Theoretical basis  
The background theory guiding this thesis is the culturally endorsed implicit theory of 
leadership (CLT) developed for the GLOBE project. The culturally endorsed implicit theory 
of leadership is a combination of value-belief theory of culture (Hofstede, 1980; Triandis, 
1995), implicit leadership theory (Lord and Maher, 1991), implicit motivation theory 
(McClelland, 1985), and structural contingency theory of organizational form and 
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effectiveness (Donaldson, 1993; Hickson, Hingins, McMillan, and Scwitter, 1974) (House 
and Javidan, 2004: 16). The key features of these theories, as well as the integrated theory are 
shortly described in the following paragraphs.  
 
3.3.1.1 Implicit leadership theory 
This theory was advanced by Robert Lord and his associates (Lord, Binning, Rush and 
Thomas, 1978; Lord, DeVader and Alliger, 1986; Lord, Foti, and Devader, 1984; Lord and 
Maher, 1991) and represents an important contribution to leadership research (House and 
Aditya, 1997: 437). According to implicit leadership theory individuals apply cognitive 
models to classify perceptions. Rooted on the categorisation, expectations and predictions 
emerge due to implicit theories (knowledge structures, cognitive frames, values, assumptions) 
(Holmberg and Akerblom, 2006). Specifically, individuals have their own assumptions 
concerning features and behaviours of effective leaders, which are referred to as individual 
implicit leadership theories. These assumptions, beliefs, opinions, and convictions held by 
individuals influence the anticipations individuals have for leaders and their assessment of the 
leader’s performances (Yukl, 2006, 2010; Schyns et al., 2007). More to the point, it is 
believed that if the individual’s leadership belief system is familiar, one could foresee 
whether that person would recognize other individual as an effective or ineffective leader, or 
a moral from evil leader (Lord and Maher, 1991). An individual is perceived as a leader if 
their personality, attributes, virtues, and behaviours adequately match the observer’s beliefs 
about leaders or if the observer attributes congregate success or failure to the activities of 
perceived leaders (e.g. Lord and Maher, 1991; Eden and Leviatan, 1975, 2005; Epitropaki 
and Martin, 2004; Lord, Foti, and Devader, 1984; Offerman, Kennedy, and Wirtz, 1994; 
Rush, Thomas, and Lord, 1977; Nye, 2002, 2005).  
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In social relations, implicit leadership theories therefore restrain, mediate, or ease the 
application of leadership, the recognition of leaders, and the assessment of leaders as 
powerful, suitable, and effective (Lord, Foti, and De Vader, 1984; Lord and Maher, 1991; 
House et al., 1999; Offerman et al., 1994). According to this theory, leadership is an outcome 
of social cognitive processes by which individuals identify leaders based on the level of 
correspondence amid the leader’s behaviours and their own assumptions, beliefs, opinions, 
and convictions (Foti, and Hauenstein, 2007; Shondrick et al., 2010). This process of 
identifying is referred to by Lord and Maher (1991) as a recognition-based perceptual process 
in a division among two diverse processes. Second process that shape leadership perceptions 
is inference-based process (Offermann, Kennedy, and Wiltz, 1994; Nye, 2005; Shondrick et 
al., 2010), which is utilized to depict conclusions regarding leadership from perceived salient 
events and outcomes. Inference-based process derives from ones conviction that the main 
function of any leader is to facilitate the group accomplish its objectives. Hence, leaders who 
facilitate goal accomplishment (or outstanding organisational performance) are perceived as 
good leaders and vice versa; a process that Meindl (1990) labels as the ‘‘romancing of 
leadership’’. 
The emphasis on prototypes as defining leadership categories is consistent with trait 
research in leadership, which has consistently identified several traits as being associated 
with leadership perceptions or the emergence of an individual as a leader in group situations 
(Shondrick et al., 2010: 962). For instance, Schyns and Schilling (2011), same like 
Offermann et al. (1994) and Lord et al. (1984), have “found charisma (charismatic/non-
charismatic), decisiveness/strength (strong/weak), dedication (devoted/disinterested), tyranny 
(tyrannical/participative), verbal skills (communicative/not communicative), 
understanding/sensitivity (sensitive/hard), and intelligence (intelligent/ stupid) as important 
aspects in implicit leadership theories” (Schyns and Schilling, 2011: 147). Moreover, 
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Epitropaki and Martin (2004) simulated six of these factors and found that implicit leadership 
theories were steady on a one year period and across diverse employee groups. Number of 
other analysis recommends that characteristics such as dominance, aspiration, compassion, 
friendliness, and autonomy are as well closely attached to leadership perceptions (Shondrick 
et al., 2010). Vasić (2007) have found that characteristics such as applying judgement and 
decision making capability, personal integrity, building relationships, and influence on others 
are perceived as significant aspects of effective leadership in Bosnia. Schyns and Schilling 
(2011), in their study, argue that implicit leadership theories are embracing both effective and 
ineffective features, which challenges earlier postulations on the effectiveness implied within 
this theory. The relatively high degree of unfavourable attributes named to characterize 
leaders may indicate that, though implicit leadership theories are mainly coined by positive 
images, the images of leaders in general are not completely romanticized. (Schyns and 
Schilling: 147). All in all, prototypes of traits can make the reality simpler by inflicting 
structure on a fairly uncertain world, as leader categorization theory entails. Conversely, 
considering divergent individual experiences and motivation, individuals may configure their 
environment somewhat differently and need not to have the equal observation of a particular 
person (Engle and Lord, 1997). 
 The problem as to whether implicit leadership theories are constant over time or prone 
to change is up for a discussion. Whilst Weick and Bougon (1986) claim that alteration in 
cognitive structures are continually occurring, other cognitive theorists argue that cognitive 
structures cannot be effortlessly altered (Bartunek, 1984). When changes do appear, however, 
almost certainly they will occur gradually, as a process of adjustment with merely a partial 
influence on scripts and maps; they do not happen as a drastic alterations covering more 
substantial fractions of cognitive structures (Bartunek, 1984). 
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The GLOBE project extended implicit leadership theory from the individual to 
collective (cultural) level of analysis. It is argued that the structure and content of individual 
belief systems will be shared among individuals in common cultures (House et al., 2004; 
House et al., 1999; Dorfman et al., 2012). These constructs are labelled as culturally endorsed 
implicit leadership theory (CLT). GLOBE findings validate strong within-society agreement 
regarding questions related to the effectiveness of leader attributes and behaviour. In addition, 
cumulative leadership results were significantly divergent between the societies included in 
the study. What's more, it was found that every culture studied had a distinctive profile with 
respect to the culturally endorsed implicit leadership theory. Then again, since these 
investigators collected scores of ideal leaders than standard leaders, the features might be 
more generalizable crossways societies as they are less sensitive to situational indications 
(Shondrick and Lord, 2010). Investigations on this topic have hitherto been fairly sparse; 
however certain verification that leadership prototypes are manifestations of cultural values is 
offered by Gerstner and Day (1994) in their research of eight divergent societies. They have 
found that prototypes of leader attributes varied across cultures. 
 
3.3.1.2 Value-belief theory 
According to the value-belief theory (Kluckohn and Strodbeck, 1961; Hofseted, 1980; 
Triandis, 1995), behaviours of members of cultures and organizations within cultures are 
shaped by the prevailing values and beliefs within the culture. Cultural values emphases 
shape and justify individual and group beliefs, actions, and goals (Schwartz, 2006: 193). 
Specifically, the values and beliefs held by members of cultures influence the degree to 
which the behaviours of individuals, groups, and organizations within societies are endorsed, 
and the extent to which they are perceived as legitimate, suitable, and valuable. This theory 
implies that external cultural values influence the way individual values are shaped, which in 
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response impact behavioural intents, which are then performed behaviourally (Leung and 
Bond, 1993). Since dominant cultural values signify ideals, characteristics of culture that are 
contradictory with them are probable to produce tension and to bring out criticism and 
pressure to alter. Evidently, cultures are not entirely coherent. Adding up to a dominant 
culture, subcultures within a particular culture promote contradictory value importance. 
Prevailing culture transforms in response to shifting power relations between these 
subcultures (Sagiv and Schwartz, 2007; Bardi and Schwartz, 2003); however these changes 
are rather slow since cultures are relatively stable (Hofstede, 2001, 2010; Sagiv and 
Schwartz, 2007).  
Kluckhohn and Strotdbeck’s work heavily influenced the work of subsequent scholars 
who studied cultural dimensions (Dickson et al., 2012: in press). Ever since then other 
scholars have also advanced theories of universal values; particularly Rokeach (1973, 1979), 
Hofstede (1980, 1991, 2010), Triandis (1995), Inglehart (1977, 1990), Schwartz (1992, 1994, 
1999), and the GLOBE project (House et al., 1999, 2004; Dorfman et al., 2012) (for more 
information on a specific conceptualization of cultural values see Chapter 2). Nevertheless, 
the theory developed by Kluckhohn and Strodtbeck (1961) remains broadly utilized and has 
sparked a good deal of research (Hills, 2002). 
 At this point, I shortly refer to the Hofstede’s conceptualizations of culture, given that 
it represents the foundation for several culture dimensions developed for GLOBE. Hofstede’s 
version of this theory incorporates four culture value dimensions: individualism vs. 
collectivism, masculinity vs. femininity, acceptance vs. avoidance of uncertainty, and power 
distance vs. power evenly balanced (later extended with two additional dimensions: long-
term versus short-term orientation and indulgence vs. restraint). The GLOBE team has 
divided Hofstede’s masculinity dimension into two dimensions of culture identified as gender 
egalitarianism and assertiveness. Additionally, within the GLOBE project collectivism is 
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measured with two scales: institutional and in-group collectivism. Furthermore, GLOBE 
included three additional cultural dimensions: future orientation, performance orientation, 
and humane orientation.  GLOBE dimensions of culture mirror not merely Hofstede’s 
dimensions of culture, but also McClelland’s theory of national economic development 
(McClelland, 1961) and human motivation theory (McClelland, 1985). The humanism, power 
distance, and performance orientation of cultures, when measured with operant (behavioural) 
indicators, are conceptually analogous to the affiliative, power, and achievement motives in 
McClelland’s implicit motivation theory (House et al., 1999: 187). The GLOBE researchers 
believe that these nine cultural dimensions mirror significant viewpoints of the human 
condition. The GLOBE project has expanded the existing knowledge base by a more 
complete conceptualization of cultural dimensions and by creating new dimensions (Javidan 
et al., 2004; Dorfman et al., 2012). The GLOBE researchers conceptualized and measured 
culture in expression of practices and values. At the organizational level, they established 
nine new dimensions of organizational culture.   
 
3.3.1.3 Implicit motivation theory 
The implicit motivation theory was initially developed by McClelland, Atkinson, Clark, and 
Lowell (1953). The theory refers to non-conscious humane motives. As indicated by this 
theory (in its broadest mode), fundamental nature of long-standing human motivation can be 
comprehended through three non-conscious (implicit) motives: achievement, affiliation, and 
power. At the same time, implicit motivation theory distinguishes three conscious (explicit) 
motives correlated to achievement, affiliation, and power that are predictive of short-term and 
simple individual’s behaviour.  
These motives are drawn from Murray (1938) human motivation taxonomy and are 
suggested to represent the most important dimensions of human motivated behaviour (De 
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Hoogh et al., 2005: 19). Power is characterized as the desire to have influence on other 
individuals to have an effect on their behaviour or emotions. The affiliation motive is typified 
as a concern for establishing, preserving, or re-establish positive affective relations with 
others (De Hoogh et al., 2005). The achievement motive is depicted as an interest for contest 
opposed to a certain standard of excellence and distinctive achievement (McClelland et al., 
1958). 
In contrast to behavioural intentions and conscious values, which are predictive of 
discrete task behaviours for short periods of time under constant situational forces, implicit 
motives are predictive of (a) motive arousal in the presence of selected stimuli, (b) 
spontaneous behaviour in the absence of motive-arousal stimuli, and (c) long-term (as long as 
twenty years) individual global behaviour patterns, such as social relationship patterns, 
citizenship behaviour, child-rearing practices, and leadership styles (House and Javidan, 
2004: 17). Whereas McClelland’s theory is focused on individual non-conscious motivation, 
the theory within the GLOBE project is a theory of motivation ensuing from cultural 
influences (House et al., 1999). Extensive proofs sustain these statements (McClelland, 1985; 
McClelland and Boyatzis, 1992; Spangler, 1992). McClelland (1961) has verified the cross-
cultural significance of this theory. Besides to substantial supporting facts regarding 
individual motivation (McClelland, 1985), the theory’s importance to leadership also has 
empirical foundation. Three concurrent correlational studies (House, Delbecq, and Taris, 
1996; McClelland and Burnham, 1976; Messalum and House, 1996) and four longitudinal 
studies (House, Spangler, and Woycke, 1991; McClelland and Boyatzis, 1982; Winter, 1978, 
1991) show that implicit motivation theory is predictable of managerial effectiveness or 
success (House, Wright, and Aditya, 1997: 601).   
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3.3.1.4 Structural contingency theory 
Structural contingency theory (Donaldson, 1993; Hickson, Hingins, McMillan, and Scwitter, 
1974) argues that organizations adjust to their environments, and that success and 
effectiveness of a company depend on organizations ability to adjust to their environment. 
Every organization is facing with numerous demands that have to be addressed properly if 
organizations are to survive and be effective (Donaldson, 2001). Such demands are labelled 
as organizational contingencies (Hage and Aiken, 1969; Pennings, 1992). According to this 
theory, there are four strategic contingencies that influence organizational structure 
(Donaldson, 1993, 2001). Managers, according to their perceptions of the environment, select 
contingency factors such as strategy, size and technology for their organizations. This theory 
positions that there is no specific organizational structure that is effective for every 
organizations (Howell, Windahl, and Seidel, 2011). Consecutively, these contingency 
variables determine the type of structure that would lead organization to higher performance. 
Misfit amongst the contingency variables and the structure guides to inferior performance 
(Drazin and Van de Ven; 1985; Hollenbeck et al., 2002). If any changes occur in the 
contingency variables, the structure is out of match and the organisation needs to experience 
structural transformation to redeem fit among contingency variables and structure. Moving 
from misfit to fit is modifying change which is the core of contingency theory.  
According to Donaldson (2001), three main elements form the core paradigm of 
structural contingency theory: (1) there is an association between contingency and the 
organizational structure; (2) contingency impacts the organizational structure; and (3) there is 
a fit of some level of the structural variable to each level of the contingency, where high fit 
leads to effectiveness and low fit leads to ineffectiveness (Morton and Hu, 2008: 393). 
Nevertheless, it is necessary to note, that effectiveness in contingency theory has an extensive 
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connotation that embraces efficiency, profitability, and the satisfaction of workers 
(Donaldson, 2001). 
The empirical confirmation of structural contingency theory is mainly limited to 
smaller sample investigations of organizations in developed countries (Child, 1981). Hickson, 
Hinings, McMillan and Schwitter (1974) have claimed that the premises of this theory are 
universal and culture-free. This claim is based on the postulation that strategic contingencies 
enforce demands on organizations that are quite sturdy; therefore it is essential for every 
organization to react in basically the same manner to these demands in order to act effectively 
and survive in competitive surroundings. Child (1981) has exhibited severe objectives to this 
statement. 
 
3.3.1.5 The GLOBE Integrated theory 
Combining postulations of four theories presented above, the GLOBE team developed the 
culturally endorsed implicit theory of leadership (CLT). The central proposition of the 
integrated theory is that the attributes and entities that differentiate a specified culture are 
predictive of organizational practices and leader attributes and behaviours that are most 
frequently enacted and most effective in that culture (House, et al., 2004: 17). The framework 
of the integrated theory is portrayed in Figure 3.1., while the GLOBE integrated theory 
described in more details can be found in House, Wright, and Aditya (1997).  The integrated 
theory consists of fourteen divergent propositions (House and Javidan, 2004: 17-19):  
1. Societal cultural norms of shared values and practices affect leaders’ behaviour. 
Founders’ behaviour and management practices are likely to reflect behaviour 
patterns favoured in specific culture. Subordinates of the original founder of an 
organization and subsequent leaders also use management practices that reflect the 
values shared by members of the culture.  
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2. Leadership affects organizational form, culture, and practice. Founders and 
subsequent leaders continue to influence and maintain the organizational culture. 
3. Societal cultural values and practices also affect organizational culture and 
practices. Collective meaning that results from the dominant cultural values, beliefs, 
assumptions, and implicit motives endorsed by societal culture results in common 
leadership and implicit organization theories held by members of the culture. 
4. Organizational culture and practices also affect leaders’ behaviour. Over time, 
founders and subsequent leaders in organizations respond to the organizational culture 
and alter their behaviours and leader styles accordingly. 
5. Societal culture and organizational culture and practices influence the process by 
which people come to share implicit theories of leadership. Over time, CLT profiles 
are developed in each culture in response to both societal and organizational culture 
and practices.  
6. Strategic organizational contingencies (organizational environment, size, and 
technology) affect organizational form, culture, and practices. Organizational 
practices are largely directed toward meeting the requirements imposed by 
organizational contingencies.   
7. Strategic organizational contingencies affect leader attributes and behaviour. Leaders 
are selected to meet the requirements of organizational contingencies. They will then 
continue to adjust behaviour n the basis of these contingencies. 
8. Relationships between strategic organizational contingencies and organizational 
form, culture, and practices will be moderated by cultural forces. For example, in low 
uncertainty avoidance culture it is expected that forces toward formalization will be 
weaker, and therefore the relationship between such forces and organizational 
formalization practices will be lower. 
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9. Leader acceptance is a function of the interaction between CLTs and leaders 
attributes and behaviours. Accordingly, leader attributes and behaviours that are 
congruent with CLTs will be more accepted than leader attributes and behaviours that 
are not congruent with CLTs. 
10. Leader effectiveness is a function of the interaction between strategic organizational 
contingencies and leader attributes and behaviours. Leader attributes and behaviours 
that meet the requirements of strategic organizational contingencies will result in 
increased leader effectiveness.  
11. Acceptance of the leader by followers facilitates leader effectiveness. Leaders who are 
not accepted by members of their organization will find it more difficult and arduous 
to influence these members than leaders who are accepted. 
12. Leader effectiveness, over time, will increase leader acceptance. Effective leaders 
will, over time, demonstrate their competence by being effective. Demonstration of 
competence will change attitudes of some of the organizational members toward the 
leader and result in increased acceptance of the leader.  
13. Societal cultural practices are related to economic competitiveness of nations. 
Societies that are high on power distance and low on uncertainty avoidance and 
performance orientation will be less competitive internationally, because these 
dimensions of culture are assumed to impede competitive performance.  
14. Societal cultural practices are related to the physical and psychological well-being of 
their members. Cultures that are high on power distance and low on humane 
orientation practices will have members who are dissatisfied with life in general and 
will have less social support and less access to medical care. 
However, within the scope of empirical research on which this paper is founded, only 
propositions 1 through 9 are taken into consideration. Specifically, I focus on the propositions 
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that allow me to explore the associations among features of the society culture in Bosnia, the 
organizational culture of Bosnian enterprises and features of the expected leadership in 
Bosnian companies of three sectors of industry. I do not aim at exploring factors that 
influence leader effectiveness, and the correlations between culture and economic 
competitiveness of Bosnia and the physical and psychological well-being of its members.  
 
Figure 3.1 Theoretical model of GLOBE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Source: (House and Javidan, 2004: 18) 
 
3.3.2 The relevance of the analysis, the objectives and research questions  
Bosnia as we know it today was developed under the heritage of the communist regime, 
which was based on the centrally planned society, both in economic and political sense, the 
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realities of troublesome and painful recent history, and ongoing social and economic 
transition. The radical transformation of the Bosnian society in the early 1990s has set the 
platform for transition toward a democratic civil society. In the economy, the market is 
replacing a former monopolistic and ideology-prevailing system. Combined with these two 
tendencies is the cultural modification, when existing values and norms are reassessed, 
removed, renewed, and redefined.  
 Nowadays, based on the data of the Foreign Investment Promotion Agency of Bosnia 
and Herzegovina (FIPA, 2012), Bosnia has the most stable currency in the South Eastern 
Europe and the lowest inflation in the area. Most of the foreign investments in Bosnia 
(around 90%) came from organizations from: Austria 26.3%, Serbia 14.7%, Slovenia 11.6%, 
Croatia 11.5%, Switzerland 6.5%, and Germany 5.9% (FIPA, 2012).  
Acknowledging the significance of the foreign investments in the development of the 
state, Bosnia has closed 35 agreements on Promotion and Protection of Investments. By the 
The Law on the Policy of Foreign Direct Investment in Bosnia and Herzegovina foreign 
investors are treated in the same way as local inhabitants (The Law on the Policy of Foreign 
Direct Investment in Bosnia and Herzegovina, 2010). Within this framework, foreign 
investors have full rights to invest in every sector like Bosnians. What makes Bosnia more 
appealing to foreign investments is that it offers free trade zones. Bosnia endorsed the Central 
European Free Trade Agreement (CEFTA) with Macedonia, Montenegro, Serbia, Croatia, 
Kosovo, Albania, and Moldova. Furthermore, Bosnia has closed a Free Trade Agreement 
with Turkey. In the summer of 2008, Bosnia signed the Stabilization and Association 
Agreement with the European Union, which enables Bosnian products to enter the European 
Union market. Bosnia has also signed special contracts with some other states including 
Canada, Japan, Russia, and the U.S. 
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The managers (especially foreign) working in Bosnia or those planning to do so 
should be conscious of the features of the Bosnian national and corporate culture and 
expectations of Bosnians concerning effective and desired leadership behaviours. Companies 
can achieve competitive advantage if they recognise cultural standards and implement 
appropriate management practices. Nevertheless, the significance of adjusting to the cultural 
settings in business as well as the possible impact of the cultural milieu on business has often 
been ignored. Frequently, failure of international business is linked to the deficit of 
understanding of cultural settings, and not market circumstances. Strategies, structures, and 
activities which are acceptable for specific cultural environment can yield significantly 
divergent outcomes or even be counterproductive in other cultural environment. Hence, 
strategies, structures, and activities as well as methods of accomplishing organizational 
objectives should be modified to the socio-cultural background. This makes it particularly 
significant to learn about Bosnian cultural values and desired leadership traits and 
behaviours.  
 Despite the growing interest of scholars (in the world) for the research on the subject 
of the influence of culture on leadership processes, Bosnia is hardly represented in leadership 
and cultural literature and studies. Empirical research evidence of features of Bosnian culture 
and prototypes of effective leadership is limited (what can be seen from the previous 
chapter). Cross-cultural literature shows that analyses regarding the Balkan region are prone 
to generalize, whereas some scholars embrace the states of the former Yugoslavia as one 
territory without distinguishing among societies (e.g. Edwards and Lawrence 2000). Luthans 
et al. (1995) highlight the importance of distinguishing and acknowledging the diversity in 
Central and Eastern Europe and recommends abstaining from generalization of this region as 
a single bloc inside the range of international management.  
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Researchers investigating culture, leadership, and/or impact of culture on leadership 
processes in Bosnia are rather an exception than a rule. The review of the existing empirical 
studies on culture and leadership in Bosnia (presented in details in Chapter 2) resulted in only 
four studies on culture and one study on leadership since the beginning of the 1990s. 
Unfortunately, existing studies are not extensive enough to provide more accurate and 
truthful picture of Bosnian society and organizational culture and characteristics of 
outstanding leadership, which will narrow and guide managers’ behaviour in Bosnia.  
It is interesting to observe that the findings on culture are somewhat conflicting, 
which may be rooted in diverse methodologies used and diverse sample structures (see 
Chapter 2). Specifically, there is no agreement of findings on dimensions of culture such as 
collectivism (Tipuruć et al., 2007) vs. individualism (Goić and Bilić, 2008), short-term 
(Tipuruć et al., 2007; Goić and Bilić, 2008; Hiert and Ortlieb, 2012) vs. long-term orientation 
(Hofstede, 2010), and uncertainty avoidance (Tipuruć et al., 2007; Goić and Bilić, 2008; 
Hofstede, 2010) vs. uncertainty bearing (Hiert and Ortlieb, 2012) in Bosnian society and 
companies. On the other hand, few studies exhibit matching findings. In particular, a number 
of empirical studies show that Bosnian society and organizations are typified by high power 
distance, thought with the perceptible trend of reducing power stratification (Hofstede, 1980; 
Tipuruć et al., 2007; Goić and Bilić, 2008) and dominant feminine values (Hofstede, 1980; 
Tipuruć et al., 2007). Low significance to achievement of Bosnian society and Bosnian 
organizations was revealed in a study implemented by Goić and Bilić (2008).   
The review of existing leadership studies in Bosnia resulted in only one study 
implemented by Vasić in 2007. This study shows that the most valued leadership styles in 
Bosnia are democratic and autocratic leadership style. Apart from this finding, there is a 
perceptible shortage of additional information on the course of change (if there was a change) 
in leader attributes, behaviours and processes since the disintegration of Yugoslavia. 
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Furthermore, information on how leader attributes, behaviours and values are impacted by 
personality, society and organizational culture is missing. More precisely, so far, academic 
literature has not been studied the influence of culture on leadership processes in Bosnia. In 
addition, it is not known what kinds of leader traits, attributes, skills, and behaviours are the 
most desired in Bosnia. 
The investigators mainly focus on simply presenting the findings on culture and 
leadership, often neglecting the significance of reasons and processes standing behind such 
results. It is very useful to learn about the features of a particular culture and effective 
leadership, however, it is even more important to understand why it is so. 
Bearing in mind the poor level of knowledge in the area of culture and leadership, and 
lack of serious empirical research in this area in Bosnia, I intend to contribute to the 
knowledge in this field by surveying Bosnian middle managers and by providing relevant 
insights into a number of issues related to this subject. Specifically, with my research, I 
intend to contribute to clarify opposite positions in existing findings on society and 
organizational culture in Bosnia, and to deepen the understanding of leadership expectations 
(attributes and behaviours that are contributing to outstanding leadership) in Bosnia. 
Moreover, in this thesis I explore the relationship between characteristics of the society 
culture in Bosnia, the organizational culture of Bosnian enterprises and characteristics of the 
expected leadership in Bosnian companies of three branches of industry. Aspiring at 
enlarging the information on culture and leadership in Bosnia, specific research goals of this 
paper comprise answering the following essential questions:  
1. What are the main characteristics of the national culture regarding nine GLOBE 
dimensions of culture (practices and values) in Bosnian society? What are the 
divergences between perceived cultural practices and expectations? Do Bosnians 
share the same cultural values? 
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2. What types of organizational culture can be perceived from the Bosnian sample? 
3. In what way do characteristics of the national culture influence organizational 
practices that are accepted in Bosnian companies and expectations regarding 
organizational cultural values?                
4. What are the correlations between societal and organizational culture (practices and 
values) with certain socio-demographic factors for the targeted population? 
5. Are there leadership attributes that are universally endorsed (accepted or rejected) in 
Bosnian society, and within the three sectors of industry explored? What is the course 
of the emergence and development of leadership expectations concerning implicit 
leadership theories of Bosnian middle managers, its factors and effects?  
6. Whether a shift towards more democratic leadership styles has occurred in Bosnian 
society and organizations since the disintegration of Yugoslavia and socio-economic 
changes undertaken since the beginning of early 90s? Or, even though some changes 
are noticeable, but because of a cultural and historical heritage, high level of 
uncertainty on society and organizational levels, middle managers are steel favourable 
towards more autocratic leadership styles? 
7. To what extent does the national and organizational culture influence people’s 
perceptions of effective leadership? 
8. What is the influence of divergent socio-demographic groups on the perceptions of 
effective leadership? 
9. How similar/divergent is the culture and leadership profile of Bosnia with the 
countries included in the Eastern Europe cluster? 
 In order to answer these essential research questions I utilize theoretical framework 
adapted from the GLOBE II research model and inbuilt methodology with main instruments 
of the GLOBE project. The GLOBE model provides nine-dimensional conceptualization of 
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culture and possibility to investigate culture at society and organizational level, as both 
practices and values, and culturally endorsed implicit leadership theories (as it is described at 
the beginning of this chapter). Research methodology used to provide answers to these 
research questions is described in Chapter 4.  
 
3.3.3 Development of hypotheses 
This part is devoted to the development of hypotheses. The hypotheses are proposed based 
upon postulations of the culturally endorsed implicit leadership theory, as well on the 
empirical studies on culture and leadership implemented in Bosnia so far. 
Chapter 2 portrays in details existing studies dealing with culture and leadership in 
Bosnia. As it was mentioned earlier in this chapter, cultural studies implemented in Bosnia so 
far are exhibiting fairly divergent findings (Tipurić et al., 2007; Goić et al., 2007; Hofstede, 
2010; Vasić, 2010; Hirt and Ortlieb, 2012) (see Chapter 2). To be precise, there is no concord 
of findings on whether Bosnian society and organizational cultures are more collectivistic 
(Tipuruć et al., 2007) or individualistic (Goić and Bilić, 2008), oriented to present (Tipuruć et 
al., 2007; Goić and Bilić, 2008; Hiert and Ortlieb, 2012) or oriented to future (Hofstede, 
2010), and tolerating uncertainty (Hiert and Ortlieb, 2012) or relying more on norms and 
rules in order to avoid uncertainty (Tipuruć et al., 2007; Goić and Bilić, 2008; Hofstede, 
2010). However, using divergent methodologies and sample structures few studies have 
reached the same conclusions. In particular, using an adapted version of Hofstede’s 
questionnaire Tipuruć et al. (2007), and Goić and Bilić (2008), using the model developed by 
Trompenaars, have confirmed Hofstede’s (1980) findings concerning high power distance in 
Bosnian society and organizations, although with the perceptible trend of reducing power 
stratification. Findings from Tipuruć et al. (2007) have confirmed Hofstede’s (1980) findings 
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regarding dominant feminine values in Bosnia. Established on these recent empirical 
findings, I propose following hypotheses concerning Bosnian national culture: 
Hypothesis 1: Bosnian national culture is characterized by: 
 Hypothesis 1.1: High power distance. 
 Hypothesis 1.2: High collectivistic values. 
 Hypothesis 1.3: Low significance of achievement, performance improvements 
and excellences. 
 Hypothesis 1.4: Emphasis on short term orientation. 
 Hypothesis 1.5: Orientation towards feminine values. 
 Hypothesis 1.6: Non-assertive values. 
 Hypothesis 1.7: High uncertainty avoidance. 
 Hypothesis 1.8: Emphasis on high human values. 
Findings from an empirical study implemented by Vasić (2007) revealed that 
Bosnians still value autocratic style of leadership, which is largely categorized by centralized 
authority and low participation. However, he also found that even more appreciated are 
leaders demonstrating democratic styles primarily characterized by involvement, high 
participation and feedback. Adhere to these findings, I propose: 
Hypothesis 2: Bosnian middle managers are favourable towards more democratic 
leadership styles (charismatic/value-based, team oriented, and participative), 
whereas autonomous and self-protective leadership styles will be rejected. 
 The reality that many individuals spend most of their lives in a particular culture 
makes it extremely probable that the normative instructions and behavioural anticipations of 
that culture would be mirrored in the organizations in which they work. Given that there is a 
long tradition in the management literature of viewing organizations as “open systems 
influenced by environments” (Katz and Kahn, 1966; Lee and Barnett, 1997: 398), societal 
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culture should be a major source of influence on organizational systems (Brodbeck et al., 
2004: 656; Johns, 2006; Gerhart, 2008). Additionally, the founder of organisations, together 
with other prominent leaders, most likely has a key impact on the culture, rules and practices 
of an organization (Schein, 2004). Then again, there is a difference to what extent to which 
any given individual shares a society’s cultural beliefs, values and norms. For instance, 
Hanges, Lord, and Dickson (2000) claim that society culture impacts the beliefs and values of 
individuals concerning what is rational or strategic inside a specific nation. Hence, system of 
values and beliefs of every founder is differentially impacted by the society’s values, and 
these founders have divergent effects on the organizations they establish. Consequently, the 
impact of the societal system of values on the corresponding values at the organizational level 
is intervened by the values of founders. For instance, recent empirical findings from the 
GLOBE project (House et al., 1999, 2004) sustained the assumption that societal systems 
have a significant effect on organizational cultural practices (for more information see 
Chapter 11 and 20 in House et al., 2004). More precisely, they have found that the “societal 
system is an important influence on organizational culture practices irrespective of industry” 
(Brodbeck et al., 2004: 664). Resource dependency theory (Pfeffer and Salancik, 1978; 
Pfeffer, 2005) claims that every organization depends on external resources, which originate 
from a society in which organization operates. Hence, external resources function to impact 
organizations through the society in which they exist (Pfeffer and Salancik, 1978; Pfeffer, 
2005). Institutional theory points out that social environment matters. Every organization, in 
order to survive, has to adjust to the rules, values and belief system established within the 
society, since organizational isomorphism (structures and practices) will receive 
organizational authenticity (Scott, 2005; DiMaggio and Powell, 1983; Meyer and Rowan, 
1991). On the basis of this discussion, I suggest following hypothesis: 
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Hypothesis 3: Societal cultural system will have significant impact on organizational 
culture practices.  
 The next hypothesis relates to how a particular sector of industry impacts 
organizational cultural practices. Ample evidence supports thesis that organizational practices 
react to the sector-correlated contextual strategic contingencies (Donaldson, 1993, 2001; 
Hickson, Hingins, McMillan, and Scwitter, 1974). For instance, Hickson, Hingins, McMillan, 
and Scwitter (1974) points out that technology and equipment used directly impact the way 
people carry out their work tasks, despite of nationality, and specific organizational design. 
Institutional theory takes into concern the broader organizational environment, which 
includes the embellishment of regulations, practices, symbols, values, and normative requests 
to which each organization must correspond to obtain support and authenticity (DiMaggio 
and Powell, 1983; Meyer and Rowan, 1991; Scott, 2005). In this effort, organizations mimic 
other organizations from their branch. Furthermore, according to resource dependency 
theory, institutions attempt to control resources necessary to them (Pfeffer, 1981; Pfeffer and 
Salancik, 2003). Cohesion in perception of needed resources within a particular branch 
lessens the array of practices within these organizations since their managers endeavour to 
uphold their organization’s technical and operational effectiveness and to accomplish social 
legitimacy for their institutions (Abernathy and Chua, 1996; Brodbeck et al., 2004).  
Accordingly, I propose following hypothesis: 
Hypothesis 4: Sectors of industry have a significant main influence on organizational 
cultural practices and values. 
 The GLOBE researchers assumed that cultural dimensions would impact the 
legitimacy and acceptance of leader behaviours (Dorfman, Hanges, Brodbeck, 2004; 
Dorfman et al., 2012). More precisely, they estimate that culture would impact the sorts of 
features and behaviours considered to be effective. This cultural influence hypothesis 
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(Triandis, 1994) postulates that culture will have a key impact on values, expectations, and 
behaviours and would consequently affect the contents of the CLT profiles. Furthermore, 
they assumed that adding up to the effect of societal culture, organizational cultural values 
and practices will impact the anticipation that a particular leadership features lead to effective 
leadership. The GLOBE findings indeed are generally supporting assumption regarding the 
relations among societal culture dimensions and CLT leadership dimensions. On the whole, 
GLOBE findings reveal that societal and organizational cultural values have significant 
impact on the contents of CLT profiles. However, organizational values were found to be 
more frequently prognostic of leadership CLT profiles than societal values (for more 
information see Chapter 21 in House et al., 2004; Dorfman et al., 2012). Hence, I propose 
following two hypotheses:  
Hypothesis 5: Leadership dimensions will be significantly correlated with societal 
cultural dimensions.  
Hypothesis 6: There will be significant relations between organizational culture 
dimensions and leadership dimensions. 
 
3.3.4 Methodological background  
Since Chapter 4 provides detailed description of research methods, sample and statistical 
analyses I used to reach the research objectives of my thesis, at this point, I do not address 
this issue more thoroughly. Instead I provide merely basic information for the reader.   
To accomplish the main objective of this paper, to answer to the research questions, 
and to test proposed hypotheses, I used both quantitative and qualitative methods adopted 
from the GLOBE methodology. Specifically, the research instruments build up on both 
quantitative and selected qualitative GLOBE research methods in order to provide descriptive 
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and scientifically valid data of cultural influences on leadership expectations and 
organizational practices in Bosnian society.  
With the intention of gathering quantitative data I decided to use both GLOBE 
quantitative survey questionnaires (questionnaire Alpha and questionnaire Beta). 
Questionnaires Alpha and Beta were used to measure organizational and society culture 
practices and values, as well as culturally endorsed leadership expectations. In order to 
supplement the quantitative research results and to deepen the understanding of leadership 
expectations of Bosnian middle managers, I have decided to use qualitative method in-depth 
ethnographic interviews.  
Guidelines for the use of GLOBE culture and leadership scales and Syntax for 
GLOBE societal culture, organizational culture, and leadership scales were used for the 
analysis of the results on culture and leadership in Bosnia. Collected empirical data were 
processed by using SPSS 17.00 (for calculation of minimum, maximum, means, standard 
deviation, percentages, paired-samples t-tests, correlations, independent-samples t-tests, one-
way ANOVA tests, percentages, descriptive statistics, and frequencies). 
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Chapter 4 
Empirical findings 
Within this chapter, firstly I introduce to the reader the country profile of Bosnia, where I 
portray geographical data, administrative-territorial organisation, demographic and economic 
profile, and historical and religious background. After that, I present the research 
methodology and research sample. The third subchapter summarize empirical findings on 
society culture, organizational culture, and leadership expectations according to Bosnian 
middle managers. The findings of each of three phenomena are followed by ample analyses 
in order to detect potential differences among middle managers opinions of societal and 
organizational culture, and leadership expectations that could be based on divergent socio-
demographic factors. Afterwards, the culture and leadership profile of Bosnia is compared to 
the GLOBE world and East European cluster data. The structure of the chapter is rounded 
with the discussion of the limitations of the research and testing of hypotheses.  
 
4.1 Context of the study – Country profile of Bosnia and Herzegovina 
 
4.1.1 Geographical data  
Geographically, Bosnia is a European country. It is positioned in the South-eastern Europe, in 
the north-western part of the Balkan Peninsula, at the junctions of the East European 
countries, Adriatic Sea, and north-western areas. It is predominantly mountainous country, 
adjoining the central Dinaric Alps. Bosnia is positioned on the area of 51 209,2 km², out of 
which land is 51 197  km² and sea wraps 12,2 km². The country is on average 693 metres 
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above sea level. It is a country plentiful with geographical, historical, and climatic varieties 
that greatly contributes to the cultural diversity of Bosnia.  
Bosnia has its natural boundaries stretching along the rivers and mountains. By it, the 
state borders have already been long established. Bosnia is bordering Croatia (932 km) to the 
north, west and south-west, Serbia (357 km) to the east, and Montenegro (249 km) to the 
southeast (see Figure 4.1).  
The country’s name comes from the two regions labeled “Bosnia” and 
“Herzegovina”. Borders between these two regions are rather vaguely defined. Bosnia is 
situated in the northern areas which are approximately four fifths of the entire country, while 
Herzegovina is situated in the south part of the country. The name “Bosnia” comes from the 
old Illyrian word “bos” which means “salt” (“Bosnia” = “The land of salt”). On the other 
hand, the name “Herzegovina” comes from the German word “Herzog” which means duke 
(the name originates from the title of Herzog Stjepan Vukčić Kosača, the lord of Zahumlje 
and Travunija). 
 
4.1.2 Administrative-territorial organisation 
Bosnia is administratively alienated into two entities and one district: Federation of Bosnia 
and Herzegovina and Republika Srpska, as well as a special territory identified as the Brčko 
District (see Figure4.1). The capital city of Bosnia is Sarajevo, which had a population of 421 
289 in 2008 (Federalni zavod za statistiku, 2008: 54). Official languages in Bosnia are 
Bosnian, Croatian and Serbian. 
The Federation of Bosnia and Herzegovina covers 51% of the country with a Bosnian 
Muslims (Bosniaks) and Bosnian Croats majority, whereas the Republika Srpska covers the 
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remaining 49% of the territory with a Bosnian Serbs majority. Within the Federation of 
Bosnia and Herzegovina, 27% of the territory is associated to the Bosniaks (Bosnian 
Muslims) and 24% to the Bosnian Croats. Territory of the Federation of Bosnia and 
Herzegovina is divided into ten cantons: Una-Sana Canton, Posavina Canton, Tuzla Canton, 
Zenica-Doboj Canton, Bosnia –Podrinje Canton, Central Bosnia Canton, Herzegovina-
Neretva Canton, West Herzegovina Canton, and Sarajevo Canton (retrieved from 
http://bhmisijaun.org/about-bih.html). Cantons are further divided into 79 municipalities. 
Republika Srpska is administratively divided into five regions: Banja Luka, Doboj, Bijeljina, 
Pale and Trebinje. Regions are further divided into 62 municipalities.  
Bosnia has a central Government, including a Parliament, a Three-member Presidency 
(one person to represent each of the main ethnic groups: Bosnian Serb, Bosnian Croat and 
Bosniak, which are rotating every eight month for the period of four years), House of 
Representatives, House of People, a Constitutional court and single Central bank. Both 
entities have separate constitutions, which must be in consistency with the state Constitution. 
Entities have their own legislative and executive authorities. Legislative authority in the 
Federation of Bosnia and Herzegovina is the Parliament of the Federation of Bosnia and 
Herzegovina, which is consisted of the House of Representatives and the House of People. 
Executive powers are enacted by the President of the Federation, two Vice Presidents and the 
Government of the Federation of Bosnia and Herzegovina. National Assembly of the 
Republika Srpska (with 83 seats) and the Council of People of the Republika Srpska embody 
legislative authorities in the Republika Srpska. Executive authorities in the Republika Srpska 
are the President and two Vice Presidents of the Republika Srpska, and the Government of 
the Republika Srpska.  
  
151 
 
 
The territory of Brčko was under arbitrage until the end of 2000. It was attached 
neither to the Federation of Bosnia and Herzegovina nor to the Republika Srpska. By the 
decision of the International Arbitrary Commission (which is in accordance with the Dayton 
Peace Agreement), Brčko became a separate district under the authority of Bosnia. Brčko 
District has its own multi-ethnical Government, Assembly, Executive Board, jurisdiction and 
police forces (retrieved from http://bhmisijaun.org/about-bih.html). 
Even though both entities and district have legislative and executive powers, the 
highest political authority in the country is the High Representative, the chief executive 
officer for the international civilian presence in the country. The main task of the High 
Figure 4.1 The map of Bosnia and Herzegovina 
 
Source: http//www.cia.gov// 
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Representative is supervision of the civil peace implementation in Bosnia. The role of the 
High Representative was defined by the Dayton Peace Agreement. The High Representative 
is appointed by the Peace Implementation Council, and he/she has many executive powers 
including the dismissal of Bosnian officials. Office of the High Representative will be closed 
when the state is politically and democratically stable and self-sustaining.  
 
4.1.3 Demographic profile of Bosnia and Herzegovina 
As per the 1991 census the population of Bosnia was 4 377 033 (Federalni zavod za 
statistiku, 1998: 12). Out of this number 2 193 238 were women, whereas 2 183 795 were 
men (see also Table 4.1 – Population by age and sex in Bosnia and Herzegovina in 1991). 
The average age of population was 35 years for women, and 33 years for men. The natural 
increase rate was 7.8 ‰. Population density in 1991 was 85.5 inhabitants/km2.   
Table 4.1 Population by age and sex in Bosnia and Herzegovina in 1991 
Age Total Women Men 
 
0-4 332,422 161,887 170,535 
5-9 347,379 169,391 177,988 
10-14 347,590 169,658 177,932 
15-19 360,008 174,716 185,292 
20-24 359,991 171,267 188,724 
25-29 371,776 177,735 194,041 
30-34 361,854 175,211 186,643 
35-39 334,569 162,545 172,024 
40-44 276,412 136,979 139,433 
45-49 201,165 102,172 98,993 
50-54 257,382 132,002 125,380 
55-59 241,011 124,092 116,919 
60-64 198,647 105,723 92,924 
65-69 124,752 76,650 48,102 
70-74 62,922 40,029 22,893 
75+ 96,686 59,434 37,257 
Unknown 102,462 53,747 48,715 
Total 4,377,033 2,193,238 2,183,795 
 
Source: Federalni zavod za statistiku, 1998: 12-13. 
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 In Bosnia no census has been taken since 1991. Massive population migrations during 
the war (1992-1995) in Former Yugoslavia have caused demographic changes in the country. 
Almost all of the post-war data is simply an estimate made by the state and entities agencies 
for statistics (based on a number of newborn, issued personal documents, etc.). However, a 
census has been planned for the year 2013 (BHAS, 2012). 
According to the Agency for Statistics of Bosnia and Herzegovina, in 2010 estimated 
population of Bosnia was about 3 843 126, representing a decrease of 540 000 since 1991 
(Direkcija za ekonomsko planiranje, 2010). Out of this number, 1 493 735 was living in the 
Republika Srpska and 2 349 207 in the Federation of Bosnia and Herzegovina; 51.1 % were 
women and 48.9 % men (see also Table 4.2) (BHAS, 2009: 11). The average age of 
population is 39.4 years for women and 37.2 for men. Natural increase of population for 2009 
was negative with the value of -1 432 (BHAS, 2009: 15).  
Table 4.2 Population by age and sex in Bosnia and Herzegovina in 2009 
Age Women, % Men, % 
0-5 5.6 5.2 
6-17 17.2 15.3 
18-34 24.4 23.1 
35-64 39.5 39.6 
65+ 13.3 16.8 
Total 100.0 100.0 
 
Source: Agencija za statistiku Bosne i Hercegovine, 2009: 5.  
 
4.1.4 Economic profile of Bosnia and Herzegovina 
The existing economic situation in Bosnia is a result of a destructive quadrennial war (1992-
1995). Prior to the war, Bosnia was one of the poorest Yugoslav Republics. Approximately 
19 per cent of former Yugoslav population lived in Bosnia. Its GDP was estimated at USD 
10,6 billion, or about USD 2.429 per capita (Direkcija za planiranje Bosne i Hercegovine, 
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2005: 7). Bosnian economy was industrially divergent. Half of the Bosnian output and 
employment was consisted of heavy industry, mining and metallurgy, energy distribution, as 
well as textiles, leather and machinery (Andjelić, 2003). Moreover, Bosnia manufactured 
timber and products like furnishings and household appliances, and around 40% of 
Yugoslavia’s weapons. The civil engineering sector was the most advanced one within the 
service sector. In general, labour force in Bosnia was highly educated (Centralna banka 
Bosne i Hercegovine, 2009). In 1990 48% of the labour force was employed in industry, and 
11% in agriculture. At the beginning of the war, Bosnia’s inflation rate was 120%; through 
the war, it ascended over 1,000%. Prices of wares escalated during the war, and average 
living standards decayed severely. The entire Bosnian economy was stricken by the war. All 
through the war, the GDP in Bosnia fell below USD 500 per capita, which was around 20% 
of the level prior the war. Overall output plummeted to 10-30% of pre-war manufacture. The 
post-war unemployment was between 70% and 80%. The existing physical capital was 
largely destroyed. Instead of moving alongside with the rest central and eastern European 
transition societies, Bosnian economy endured an enormous setback. The human loss was 
colossal. Throughout the war, half of the pre-war population was expatriated, many lost their 
lives, and Bosnians were overwhelmingly disturbed and forever distorted. The end of the war 
came along with very complicated conditions for the society members. First, Bosnians had to 
find ways to cure physical and psychological scars of the war. At the same time, they needed 
to move promptly towards the transition from a centrally planned to a market-oriented 
economy. Countries bordering Bosnia are far away in the transition process. No other former 
Yugoslav republic endured the same level of destruction and economic setbacks as Bosnia.  
 After the end of the war in 1995, Bosnia went through a reconstruction stage by 
means of support inflows and solid economic growth rates. With large aid flows Bosnia has 
been able to regain some of its economic losses, mainly through the private sector and the 
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small enterprises which were established after the war.  Today, Bosnian economy is relatively 
stable. Growth has on average five percent per year ever since the 2000, whereas inflation has 
remained under five percent for most of the decade (Centralna banka Bosne i Hercegovine, 
2009: 7). 
Figure 4.2   Transition4 indicators 2009 
Source:  http//www.ebrd.com/country/sector/econo/stats/bh.pdf 
 
 In the summer of 2008 Bosnia signed the Stabilization and Association Agreement 
with the European Union. Since then, the government of Bosnia has been implementing 
reforms essential for further progress in European Union integration (see Figure 4.2 and 
Figure 4.3).  
  
                                                          
4 “Transition countries are countries moving from centrally planned to market-oriented economies. These 
countries- which include China, Mongolia, Vietnam, former republics of the Soviet Union, and the countries of 
Central and Eastern Europe- contain about one-third of the world's population.” (World Bank, available on 
http://www.worldbank.org/depweb/english/beyond/global/glossary.html#12). 
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Figure 4.3   Real GDP (1989=100), Bosnia and Herzegovina and average transition5 
countries 
 
Source:  European Bank for Reconstruction and Development, 2009: 2.  
 
4.1.4.1 The currency of Bosnia and Herzegovina 
The official currency of Bosnia is the Bosnia and Herzegovina convertible mark (BAM). The 
Bosnia and Herzegovina convertible mark was founded by the 1995 Dayton Peace 
Agreement. It became official currency of Bosnia in June 1998. The convertible mark 
replaced two existing currencies: the Yugoslav dinar and the Croatian kuna.  
Mark is associated to the German mark, the currency to which it was linked. The 
convertible mark was pegged one for one to the German mark. The German mark was 
replaced by the Euro in 2002. Since then the Bosnia and Herzegovina convertible mark uses 
the same fixed exchange rate to Euro as the German mark (1 EUR = 1.95583 BAM). 
                                                          
5 “Transition countries are countries moving from centrally planned to market-oriented economies. These 
countries- which include China, Mongolia, Vietnam, former republics of the Soviet Union, and the countries of 
Central and Eastern Europe- contain about one-third of the world's population.” (World Bank, available on 
http://www.worldbank.org/depweb/english/beyond/global/glossary.html#12). 
 
0
20
40
60
80
100
120
140
160
1
9
8
9
1
9
9
0
1
9
9
1
1
9
9
2
1
9
9
3
1
9
9
4
1
9
9
5
1
9
9
6
1
9
9
7
1
9
9
8
1
9
9
9
2
0
0
0
2
0
0
1
2
0
0
2
2
0
0
3
2
0
0
4
2
0
0
5
2
0
0
6
2
0
0
7
2
0
0
8
2
0
0
9
Bosnia and Herzegovina
Average, transition countries
157 
 
4.1.4.2 Main economic indicators for Bosnia and Herzegovina 
The gross domestic product for Bosnia in 2010 had a nominal value of BAM 24,486 million 
or USD 16,579 (BHAS, 2011). The nominal increase of GDP in relation to 2009 was 2.07% 
while real growth rate was 0.70% (see Table 4.3) (BHAS, 2011: 1). GDP per capita 
amounted BAM 6,371 or USD 3,258 (BHAS, 2011). Regarding the activities the highest 
growth was recorded in: Manufacturing (6.52%), other activities (6.83%), Electricity, gas and 
water supply (3.52%), Trade (3.17%) and Transport and communication (2.99%) (BHAS, 
2011: 1). The main contributors to the GDP growth of 2.01% were Trade (13.36%), 
Manufacturing (11.00%), Public administration (9.98%) and Real estate (9.17%) (BHAS, 
2011:1). 
The unemployment rate in 2011 was 27.6% and was higher by 0.4% compared with 
the unemployment rate in 2010 (Centralna banka Bosne i Hercegovine, 2011). The highest 
unemployment rate was recorded in Brčko District with 39.0 %, than in Federation of Bosnia 
and Herzegovina with 29.2%, while it was the lowest in Republika Srpska and was 24.5% 
(Centralna banka Bosne i Hercegovine, 2011). At the same time, unemployment rate in 2011, 
compared with 2010 in Brčko District was higher by 2.6%, in Federation of Bosnia and 
Herzegovina was higher by 0.1% and in Republika Srpska was higher by 0.9 % (Centralna 
banka Bosne i Hercegovine, 2011). The average monthly net wage in the second quarter of 
2011 amounted to BAM 816,00 which is for 2.2% higher than in the first quarter of 2010 
(Centralna banka Bosne i Hercegovine, 2011).  
Bosnian foreign trade exchange for 2012 was negative and it amounted BAM 2,9 
billion. Export of goods was BAM 3,1 billion, while import of goods was BAM 6 billion 
(Direkcija za ekonomsko planiranje, 2012). Compared to the previous year, the decrease of 
export and import by 12.1% was recorded.   
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Table 4.3 Gross domestic product for Bosnia and Herzegovina and entities, and share of 
Entities in GDP of Bosnia and Herzegovina in %  
 
 
Entities 
 
Gross domestic product  
(million BAM) 
 
 
Share of  Entities in GDP of  Bosnia  
and Herzegovina-in % 
 
2007 2008 2009 2010 2007 2008 2009 2010 
Bosnia and 
Herzegovina 
21,759 24,716 24,004 24,486 100.00 100.00 100.00 100.00 
Federation of Bosnia 
and Herzegovina 
13,861 15,657 15,231 15,615 63.70 63.35 63.45 63.77 
Republika Srpska 7,351 8,468 8,223 8,307 33.78 34.26 34.26 33.93 
Brčko District 547 591 550 563 2.51 2.39 2.29 2.30 
 
Source: Agencija za statistiku Bosne i Hercegovine, 2011: 2.  
 
Bosnia scores high on the Human Development Index (HDI), which reflects the life 
expectancy at birth, quality of life and access to education in the country. The Human 
Development Index for Bosnia is 0.710, which gives the country a rank of 68th out of 169 
countries with data (Human Development Report, 2010).  
 
4.1.4.3 Privatisation of industry and services 
Prior to 1992, the economy of Bosnia was dominated by twelve large (socially owned) 
conglomerates which were jointly responsible for over half of its GDP (Bideleux, et al., 2007: 
397). Following the end of the war (1992-1995), these companies became the property of 
newly created administrative units, the Federation of Bosnia and Herzegovina, and the 
Republika Srpska. The privatization process of state assets in Bosnia started in 1999. For this 
purpose, both entities adopted separate privatization laws, which are in accordance with the 
general requirements of the Framework Law on Privatization of Companies and Banks in 
Bosnia and Herzegovina. Even though there are some important differences between the two 
laws, in principle three different ways of privatization can be distinguished: small-scale 
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privatization, large-scale privatization, and privatization of strategic enterprises 
(telecommunications, electricity, water supply, transportation, mining, forestry, public 
services, and media). 
Privatization in Bosnia is being conducted in two separate stages. One is small 
privatization, focusing on companies whose property is estimated at up to BAM 500 000. The 
second phase is large-scale privatization, involving all companies with more than 50 
employees and whose property is estimated at more than BAM 500 000.   
Sales of state capital were mostly to the public through public offering of shares 
(vouchers/certificates) and tenders. By mid-2003, 77% of small enterprises in the Federation 
of Bosnia and Herzegovina and 47% in the Republika Srpska had been privatized, but only 
17 out of 56 large enterprises in the Federation of Bosnia and Herzegovina and only 5 out of 
52 in the Republika Srpska (BHAS, 2009). From 2003 until today, most of the enterprises of 
strategic importance had been completely or partially (the government retains a majority 
stake holder) privatized in the Republika Srpska. On the other hand, in the Federation of 
Bosnia and Herzegovina there has been noted slow progress in privatization in recent years. 
In general, the private sector share of GDP rose from 35% in 1999 to 60 % in 2009 (Direkcija 
za ekonomsko planiranje, 2010: 4). 
Privatization of banks was conducted by special privatization laws, due to the fact that 
it was not possible to privatize banks by means of vouchers/certificates, but solely throughout 
international tenders. By mid-2003 the privatization of banks was completed in the Republika 
Srpska and close to completion in the Federation of Bosnia and Herzegovina. Currently, 
foreign investors control almost 90% of bank capital. Today 29 banks are active in Bosnia: 19 
in the Federation of Bosnia and Herzegovina, and 10 in the Republika Srpska. This sector 
made profit of BAM 24,73 million (around 10 million Euro) in 2009 (Direkcija za 
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ekonomsko planiranje, 2010: 39). Around 9 861 people were employed in the banking sector 
(BHAS, 2010: 2), whilst average net earnings were BAM 1 240 (BHAS, 2010: 2). The 
banking sector participates with 3.38 % in overall GDP for Bosnia and Herzegovina (BHAS, 
2009:  4).  
Until 1995, there was only one state-owned telecommunication company in Bosnia, 
PTT Yugoslavia, providing standard phone services. After 1995, it splits into three 
telecommunication companies: M:tel Republike Srpske, BH Telekom, and HT Eronet. 
Headquarters of M:tel Republike Srpske” is located on the territory of the Republika Srpska, 
while the head offices of other two telecommunication operators (BH Telekom and HT 
Eronet) are placed on the area of the Federation of Bosnia and Herzegovina. Three companies 
are operating on the entire territory of Bosnia. Up till now, M:tel Republike Srpske is the only 
one that has been completely privatised. The majority owner of M:tel Republike Srpske is 
Telecomm Serbia (owns more than 60% of the capital). Privatization of telecommunication 
companies in the Federation of Bosnia and Herzegovina is lagging behind the Republika 
Srpska. Around 90% of the BH Telekom, and 50.10% of the HTEronet is owned by the 
government of the Federation of Bosnia and Herzegovina. The telecommunication sector 
participates with 6.69 %6 in overall GDP of Bosnia (BHAS, 2009: 4). Average net earnings in 
this sector were BAM 904 (BHAS, 2010: 2), whereas 44 7207  people were employed in the 
sector (BHAS, 2010: 2).  
Previously state-owned enterprises from the food sector have been mainly privatized 
or shut down. Nowadays, Bosnian market is mainly typified by a large number of small and 
medium sized family owned food processing companies. The food processing companies 
                                                          
6 The data available includes companies from the transport, storage and communications sectors, not merely the 
data from telecommunications sector.    
7 The data available includes companies from the transport, storage and communications sectors, not merely the 
data from telecommunications sector.    
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contributes with 11.50 %8 to the overall GDP of the country (BHAS, 2009: 4). In 2010, 138 
492 people were employed in this sector (BHAS, 2010: 2), whilst average net earnings were 
BAM 5449 (BHAS, 2010: 2).  
 
4.1.5 Historical and religious background of Bosnia and Herzegovina 
Bosnia is a country with the rich history. It has always been a place where many cultures 
meet, stay untouched, or becomes a new mixed culture.  
Bosnia has been populated for more than 100 000 years. The first identified 
inhabitants of Bosnia were the Illyrian tribes. They stayed on this territory for several 
centuries. The Illyrians were conquered by the Romans in the battle near Zenica (in the 
Vranduk Fortress) around 6th century BC. The Romans annexed the territory of Bosnia to the 
Roman province of Dalmatia. The Roman Period is significant for its road construction in the 
country, the opening of mines and exploiting Bosnian mineral wealth. Colonisation of the 
territory of Bosnia brought more Roman settlers and the Roman civilization into the country. 
In Bosnia everything was done by the model in Rome: obedience to the emperor, 
construction of roads and towns, and the state cult of Capitol Gods.  
 
4.1.5.1 Medieval Bosnia and Herzegovina (958-1463) 
Following the fall of the Western Roman Empire, a new era began in Bosnia. In the 6th 
Century AD Slavic tribes began a mass settling of the Balkan. They have developed several 
counties and duchies. The region was called the Land of the Slavs or Slavinija. The 
                                                          
8 The data includes companies from entire manufacturing industry, not only the data from the food industry.  
9 The data includes companies from entire manufacturing industry, not only the data from the food industry.  
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population adopted Christianity. Slovenes and Croats adopted Roman Catholicism and Latin 
alphabet, while Serbs adopted Eastern Orthodox Christianity and Cyrillic Alphabet. 
During the 9th Century AD two neighbouring kingdoms were formed: Croatia (in the 
west) and Serbia (in the southeast). Bosnian state started to develop in the 10th century. 
During this period territory of Bosnia extended from the Drina River to the Adriatic Sea. 
During the 11th and 12th century Bosnia was governed by the local aristocrats under the 
authority of the Kings of Hungary. In 12th century Bosnia fought for and gained its 
independence. In order to preserve its independence Bosnians had to fight against Hungary, 
Croatia and Serbia. The three states attempted to overtake the territory of Bosnian with the 
intention of spreading Christianity (Roman Catholicism and Eastern Orthodox Christianity). 
In 1130 Bosnia became an independent state. 
One of the most significant individuals in medieval Bosnian state was Ban Kulin. Ban 
Kulin ruled Bosnian state from 1180 until 1204. His reign was typified by peace and it was 
called the “golden age of Kulin Ban”. In this period Bosnian Church emerged. Alphabet used 
in the Bosnian Church was called Bosančica (alphabet similar to Glagolitic and Cyrillic 
alphabet). The followers of this church have been called “Bogomils” and the sect 
“Bogomilism” (from Bulgarian words “bog” i.e. God and “mil” i.e. dear – it can be translated 
as “dear to God”). This sect had numerous supporters in Bosnia. Bosnian principalities 
accepted Bogomilism in order to offset the strong influence of its Catholic and Orthodox 
neighbours. Catholics and Orthodox treated the Bogomils as heretics. Bosnian church 
remained strong until the Ottoman Empire gained the control of the region in 1463.  
 In 1353 Stefan Tvrtko Kotromanić became the king of Bosnia and Bosnia became a 
kingdom. He ruled from 1353 until 1391. For the period of his reign Bosnia reached its 
maximum size. In this period territory of Bosnia was stretching from the Sava River to the 
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islands of Korčula and Hvar. At the end of the 14th century Bosnia was the most powerful 
state in the west Balkan and it was ruled by the Kotromanić dynasty. The Kingdom of Bosnia 
existed for more than 260 years. Its population was entirely Christian. 
 
4.1.5.2 The era of the Ottoman Empire (1463-1878) 
During the summer of 1463 the Turkish Army subjugated the Kingdom of Bosnia (in the 
battle for Babovac). With this battle, the sovereignty of the Kotromanić Dynasty was 
concluded. Battles and sieges in Bosnia sustained for many years afterwards. Turkish Army, 
beneath Suleiman the Magnificent, utilized the area of Bosnia to strike Austria. They reached 
Vienna in 1533, where their intention was obstructed. Once more, the Turks were 
overpowered in the battle of Lepante. At the end, they were crushed in 1683 at the walls of 
Vienna. It was the end of the Turkish extension to the west. The Ottoman Empire controlled 
nearly the third of Europe.  
Great number of Bosnians converted to Islam within this period. Christian peasants 
continued to be the servants in the feudal system. They were obliged to pay diverse taxes to 
feudal nobles. Young Christian boys were frequently taken from their families to be 
converted to Islam and coached as the soldiers of the Sultan. Army made of Christian boys 
was called Janjičarska army. This army was a tool of incorporation of non-Ottomans into the 
Ottoman Empire.  
 The Ottomans brought many changes into the Bosnian society. During this period, 
many present day Bosnian cities and towns were developed. New towns were built in 
Islamic-Oriental style. The economy was changed and it was based on a feudal estate-
landowner system.  
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 During this time, Bosnia was divided into administrative military districts called 
sandžak. In 1580 Bosnia became pašaluk. By becoming pašaluk, Bosnia was recognized as an 
entity within Ottoman Empire. Bosnian pašaluk included territory of modern day Bosnia, and 
some parts of Slavonia, Dalmatia, and Serbia. The country was governed by Paša or Vizir 
which were appointed by Sultan.   
By the 1592 the Ottoman Empire occupied entire Bosnia, part of Croatia, and 
Hungary. Subsequent to the Vienna War (1683-1699) Bosnia turned into the western 
province of the Ottoman Empire, and the Karlovački treaty (1699) verified the historical 
borders of Bosnia on the north, west and south. For almost five hundred years Bosnia had a 
distinctive identity as the Eyalet of Bosnia, a main district of the Ottoman Empire. 
In the 18th and 19th Century Bosnians requested autonomous status within the 
Ottoman Empire. During this period, Bosnians gained certain provincial autonomy. This was 
the time when the Ottoman Empire had begun to lose influence in the Balkan (time of 
Crimean war with the Russia in 1853). At the same time, Russia started to gain power in the 
region.  
 
4.1.5.3 Austro-Hungarian era (1878-1918) 
At the beginning of the 19th century Serbians rose up against the Turks and gained their 
independence. At the same time the Austro – Hungarian Empire beneath the Habsburg 
dynasty began to make invasions into the Balkans. Austria supported Serbians in their battle 
for independence from the Ottomans. The Austrians encouraged the extension of the Serbian 
Kingdom into three areas with a considerable Serb minority: Vojvodina in the north, Sandžak 
in the west, and Kosovo in the south. The great Eastern Crisis began after the Christian 
Rebellion (1875-1878) in Bosnia. The Crisis reached its peak moment in the Berlin Congress 
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(1878). During this Congress, permission was granted to Austro – Hungarian Empire to take 
control of the country. Bosnia and main part of the Serbian territory were put under the 
“occupation and administration” of Austro – Hungarian Empire, while they still were 
provinces of the Ottoman Empire. The Austro – Hungarian Empire established its authority in 
Bosnia after the big confrontation, predominantly by Bosnian Muslims. Bosnia remained in 
its historical boundaries. The country had status as “Corpus Separatum”. “Corpus Separatum” 
supposed significant autonomy for Bosnia. In 1908 Austria annexed the territory of Bosnia, 
which prevented the Ottoman Empire and Serbia from claiming this province. After two 
years, Bosnia founded its Parliament. Bosnian Parliament included delegates of all its 
nations. During this time Bosnia experienced important changes in economic and cultural 
sense: new schools and public buildings were built; railroads and industries were developed 
with state subsidies; etc. During this period an idea for a common sovereign country for all 
south Slavs or “Yugo-slavia” was born. 
 
4.1.5.4 World War I and the Kingdom of Yugoslavia (1918-1941) 
On 28 June 1914 Serbian nationalist Gavrilo Princip assassinated Austrian Archduke Franz 
Ferdinand and his wife during a state visit to Sarajevo. As a result of the Archduke’s 
assassination Austria declared war on Serbia. This triggered a deadly chain of events. Russia 
supported Serbia, Germany supported Austria against Russia, and France mobilized against 
Germany. After that, Germany struck France over Belgium, while England has proclaimed 
war to Germany. These events occurred in the period between 28 July and 4 August 1914. 
In World War I, the majority of Bosnians remained devoted to the Habsburg Empire, 
though some did serve in the Serbian Army. Serbs fought on the side of the allies while 
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Croats supported Austro – Hungarian Empire and Germany. World War I was very brutal in 
the Balkans. All suffered heavy losses.  
In 1919, after the World War I and the Versailles Peace Treaty, Bosnia was separated 
from the Austro – Hungarian Empire. Serbia, Bosnia, Croatia and Slovenia, formed the 
Kingdom of Serbs, Croats and Slovenians. In 1929 the country was renamed to Kingdom of 
Yugoslavia (land of the South Slavs). The Kingdom was ruled by a Serb king.  The Kingdom 
of Yugoslavia suffered religious rivalries and cultural conflicts. Nationalism increased in 
Croatian and Serb areas. Croat nationalists formed the group called “Ustasha”. The “Ustasha” 
related themselves with the fascist regime of Germany and Italy.  On the other hand, Serbs 
formed group called “Chetnics”. The Serbs stayed loyal to the monarchy. Muslims became 
allies with the Croats.  
 
4.1.5.5 The Second World War (1941-1945) 
In 1941 Hitler attacked the Kingdom of Yugoslavia. The king of Yugoslavia left the country. 
The Kingdom of Yugoslavia was alienated among Nazi Germany's allies. Slovenia was taken 
by the German Reich; the Adriatic seashore of Croatia was allocated to Italy; Macedonia in 
the south was granted to Bulgaria. The rest was divided between Nazi-appointed regime in 
Croatia and Serbia. The fascist regime in Croatia, under Ante Pavelić (Ustasha leader), 
started ethnical cleaning of the region. During this time a large number of Serbs, Gypsies, 
Jews and political opponents were sent to their deaths in camps such as Jasenovac in Croatia. 
Many Serbs were forced to accept Roman Catholicism. Bosnian Muslims was considered as 
“Muslim Croats” and they were spared in these killings. Similar campaign was undertaken in 
occupied Serbia under General Milan Nedić. Serbs, who opposed to the ideology of the 
General Nedić, joined up a Serbian separatist resistance group “Chetnkis” which was led by 
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Colonel Draža Mihajlović. Chetniks had a goal of "reversing" the actions of the Ustasha by 
eradicating Croats and Muslims. Then again, Josip Broz Tito with his fellow communists had 
created the resistance group named “Partisans”. This group was multi ethnical and they 
confronted Nazis, Ustasha and Chetniks.  
 
4.1.5.6 Socialist Federal Republic of Yugoslavia (1945-1992) 
After the end of World War II the Kingdom of Yugoslavia was restructured into the Socialist 
Federal Republic of Yugoslavia. Shortly after the end of World War II, Tito interrupted his 
relation to Stalin. Because of this Tito gained from the Cold War. Tito received military and 
economic assistance plus diplomatic backing from the West. Post-war Yugoslavia was a 
communist state established on the Communist party, the Yugoslav People’s Army (JNA), 
the Police and the idea of employees’ self-management. Yugoslav People’s Army was the 
fourth biggest military power in Europe. Tito honoured himself the status of Marshal. He was 
the president of Yugoslavia for 35 years (from 1945 until his death in 1980). Tito's despotism 
preserved ethnic harmony in Yugoslavia. The concept that he endorsed was called 
"Brotherhood and Unity" (“bratstvo i jedinstvo”). During Tito’s rule all manifestations of 
nationalism and religion were forbidden, because they were seen as opponents to the official 
socialist ideology. The communist party allowed a cultural manifestation, only if it did not 
signify a political risk.  
 Yugoslavia had six constituent republics. Due to its huge losses during the World War 
II, Tito gave Bosnia the status of independent republic. The borders of Bosnia were restored 
within its pre-1918 borders. The other Yugoslav republics were Croatia, Serbia, Macedonia, 
Montenegro, and Slovenia. For the first time since the World War I, Tito gave Bosnian 
Muslims status of a separate nation.   
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4.1.5.7 The disintegration of Yugoslavia (1986-1992) 
After Tito’s death (from 1980), there was a growing antipathy towards centralized state 
control. Between ethnic groups in Yugoslavia nationalist requests for bigger independence 
expanded. Aggravation of economic circumstances led to ethnic tensions. In 1990 elections 
were held within Yugoslavia. Communist parties won only in Serbia and Montenegro, while 
nationalist parties prevailed in the four other federal republics. After the elections, Croatia 
and Slovenia left Yugoslavia. Bosnia followed the example of Slovenia and Croatia, by 
holding a referendum for sovereignty on 29 February and 1 March 1992. That same year, on 
6 April 1992, Bosnia was internationally recognized as an autonomous and sovereign country 
inside its historical boundaries, and as a member of the United Nations. Its status was settled 
by the Dayton Peace Agreement on 21 November 1995, after a devastating four-year war 
(March 1992-November 1995).  
 
4.1.5.8 Ethnic groups and religion in Bosnia and Herzegovina  
In Bosnia there are three constitutive10 ethnic groups: Bosnian Serbs, Bosnian Croats and 
Bosniaks. Approximately 95% of Bosnia population belongs to these constitutive groups. A 
Y-chromosome haplogroups study published in 2005 found that "three main groups of Bosnia 
and Herzegovina, in spite of some quantitative differences, share a large fraction of the same 
ancient gene pool distinctive for the Balkan area" (Marjanovic et. al., 2005: 757).     
Since the mid-1960s Bosnian Muslims (Bosniaks) have been the most numerous 
ethnic group in Bosnia. This ethnic change was a result of perceivably higher birth rates and 
lower emigration rates among Bosniaks than among Bosnian Serb and Bosnian Croats. 
                                                          
10 The term constitutive refers to the fact that these three ethnic groups are clearly indicated in the Constitution 
of Bosnia and Herzegovina, and that none of them can be considered a minority or immigrant. 
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Bosniaks are primarily descendents of South Slavs who converted from Christianity (Eastern 
Christian Orthodoxy and Roman Catholicism) to Islam during the Ottoman rule in Bosnia 
(1463-1878). Bosnian Serbs are the second largest ethnic group in Bosnia. From the sixteenth 
century to the mid-1960s they were the largest ethnic group. Bosnian Croats consider 
themselves to be the “original” South Slavic inhabitants of Bosnia, who lost their majority 
status as a result of the exodus of many Bosnian Catholics during the fifteenth and sixteenth 
centuries and because of the conversion of many of those who remained to Eastern Orthodox 
Christianity or to Islam (Bideleux et al., 2007: 330).  
In contemporary Bosnia almost 44% of the inhabitants are Bosniaks, about 32% of the 
inhabitants are Bosnian Serbs, and approximately 17% of the inhabitants are Bosnian Croats 
(BHAS, 2012). Only 7% of the population declared belonging to other ethnic groups. Related 
to ethnical groups, major religions in present-day Bosnia are Islam (Bosnian Muslims-
Bosniaks), Eastern Christian Orthodoxy (Bosnian Serbs) and Roman Catholicism (Bosnian 
Croats). Correlation between ethnic identity and religion in Bosnia is very strong. Bosniaks 
are predominantly Muslims, Bosnian Croats are primarily Roman Catholic Christians, while 
Bosnian Serbs are mainly Eastern Orthodox Christians. 
 
4.2 Research methodology and research sample  
As already described in Chapter 3, the main objective of this empirical research is to explore 
the relationship between characteristics of the society culture in Bosnia, the organizational 
culture of Bosnian enterprises and characteristics of the expected leadership in Bosnian 
companies. Furthermore, I compare the results on culture and leadership from Bosnia with 
those of Eastern Europe cluster, Slovenia, Germany (Former East), Germany (Former West), 
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and overall GLOBE results11. The research instruments build up on both quantitative and 
selected qualitative GLOBE research methods in order to provide descriptive and 
scientifically valid data of cultural influences on leadership expectations and organizational 
practices in Bosnian society.  
With the intention of gathering quantitative data I have decided to use both GLOBE 
quantitative survey questionnaires (questionnaire Alpha and questionnaire Beta). 
Questionnaires Alpha and Beta were used to measure organizational and society culture 
practices and values, as well as culturally endorsed leadership expectations. In order to 
complement the quantitative research results and to deepen the understanding of leadership 
expectations of Bosnian middle managers, I have determined to use qualitative method in-
depth ethnographic interviews. I have chosen to use solely in-depth ethnographic interviews 
given that this method provides unobtrusive opinion of Bosnian managers. More precisely, 
interviews are led “face to face” between the researcher and interviewees, therefore there was 
no possibility someone could influence directly or indirectly the opinion of interviewees 
during the interviews (what for example may occur in focus group interviews). Thus, the 
results that I receive from this method would be comparatively better than the results I could 
have received from other GLOBE qualitative methods (media analysis and focus group 
interviews). Moreover, limited financial resources for the research and the economy of the 
research process did not allow me to include any other means of investigation. Additionally, 
                                                          
11 Within the GLOBE project, societies included in the research were grouped into ten different clusters: Anglo, 
Latin Europe, Nordic Europe, Germanic Europe, Eastern Europe, Latin America, Sub-Saharan Africa, Middle 
East, Southern Asia, and Confucian Asia (House et al., 2004). The Eastern European cluster is consisted of the 
following countries: Albania, Georgia, Greece, Hungary, Kazakhstan, Poland, Russia, and Slovenia. The cluster is a mixture 
of countries bearing different linguistic, ethnic, religious traditions and economic backgrounds and at the same time, sharing 
many other attributes (Bakacsi et al., 2002: 70). As mentioned by Bakacsi et al. (2002) there are probably several other countries that 
should be included in the Eastern Europe cluster, among which is also Bosnia. Hence, I compare data of Bosnia with the data of the 
Eastern Europe Cluster. Moreover, I can assume that Bosnia will show resemblance to Slovenia, having in mind 
that both countries were previously two republics of former Yugoslavia, geographic immediacy, same climate 
zone, religious and linguistic genesis, and similar cultural and historical heritage.  Additionally, I am going to 
compare scores of Bosnia with Germany (Former East) and Germany (Former West), since this Ph.D. is carried 
out in Germany.   
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as a single researcher I would have immense difficulties in implementing all methods used in 
the GLOBE project.   
 
4.2.1 Quantitative methodology and quantitative data analysis 
To fulfil the objectives of this research, I employed two quantitative survey questionnaires, 
form Alfa (see Appendix 1) and form Beta (see Appendix 2). The scales in both 
questionnaires measure middle managers perceptions of cultural practices and their 
expectations regarding cultural values and leadership dimensions. Questionnaire Alpha was 
used with the purpose of measuring managerial reports of organizational practices “as is” and 
”should be”, whereas questionnaire Beta was used with the aim of measuring managerial 
reports of practices and values in Bosnian society (see Figure 4.4). In questionnaire Alpha, 
there are 34 questions enquiring about how things are in Bosnian organizations (“as is” items) 
and 41 questions asking about how things should be in organizations in Bosnia (referred to as 
”should be” items). Conversely, beta version of the questionnaire is consisted of 78 questions 
asking about cultural practices and values in Bosnian society. Figure 4.4 includes examples 
of items showing fundamentally the same question in four forms: organizational cultural 
practices (as is), organizational cultural values (should be), societal cultural practices (as is), 
and societal cultural values (should be). Sections two and four from both questionnaires 
(consisting of 112 leadership attributes and behaviour items) were used to evaluate leadership 
dimensions. The respondents were asked to value if the given statements inhibit or contribute 
to outstanding leadership. The answers were assessed with 7-point Lickert scale from a low 
of 1=“This behaviour or characteristic greatly inhibits a person from being an outstanding 
leader” to a high 7=“This behaviour or characteristic contributes greatly to a person being an 
outstanding leader”. Some exemplars of leadership items and the response scale used for 
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these items are exhibited in Table 4.4. Factor analysis of the single leadership attributes 
produced twenty one first order leadership factors. Following factor analysis of the 21 first 
order leadership factors generated six leadership dimensions.  
Figure 4.4. Examples of organizational and society cultural questionnaire items (practices 
and values) 
 
Organizational Cultural Practices (“As Is”) 
 
In this organization, people are generally: 
 
  aggressive                                                                                                                                   non-aggressive 
          1                       2                       3                        4                        5                        6                        7   
 
Organizational Cultural Values (“Should Be”) 
 
In this organization, people should be encouraged to be: 
 
  aggressive                                                                                                                                  non-aggressive 
          1                       2                       3                        4                        5                        6                        7   
 
Societal Cultural Practices (“As Is”) 
 
In this society, people are generally: 
 
  aggressive                                                                                                                                   non-aggressive 
          1                       2                       3                        4                        5                        6                        7   
 
Societal Cultural Values (“Should Be”) 
 
In this society, people should be encouraged to be: 
 
  aggressive                                                                                                                                    non-aggressive 
          1                       2                       3                        4                        5                        6                        7   
 
 
4.2.1.1 Limitations and problems with the translation of questionnaires  
Within Bosnia three languages (Bosnian, Croatian, and Serbian) and two alphabets (Latin and 
Cyrillic) are officially used (BHAS, 2012). Firstly, both questionnaires had to be translated 
from English language into the native languages of Bosnia. At the beginning, the problem 
was to determine which language and alphabet should be used. Since there are many 
similarities between the official Bosnian languages (it could be said that three languages are 
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more different dialects than different languages; Sotirović, 2009), I have chosen to use terms 
and phrases that are same and commonly used in all three languages. At the end, I translated 
questionnaires from English into Serbian–Croatian–Bosnian language. Furthermore, I 
decided to use both Alphabets. Half of the questionnaires were written in Latin alphabet and 
distributed in the Federation of Bosnia and Herzegovina. Other half was written in Cyrillic 
alphabet and spread out in the Republika Srpska. Lastly, questionnaires were back-translated 
into English in order to check the accuracy of the translation. Translation was administered 
by the author, while back-translation was administrated by English language specialist.  
Table 4.4 Examples of leadership questionnaire items and response options 
Sample leadership items Diplomatic: Skilled at interpersonal relations, tactful 
Evasive: Refrains from making negative comments to maintain good relationships 
and save face 
Mediator: Intervenes to solve conflicts between individuals 
Bossy: Tells subordinates what to do in a commanding way 
Positive: Generally optimistic and confident 
Response options 1 = This behaviour or characteristic greatly inhibits a person from being an 
outstanding leader. 
2 = This behaviour or characteristic somewhat inhibits a person from being an 
outstanding leader. 
3 = This behaviour or characteristic slightly inhibits a person from being an 
outstanding leader. 
4 = This behaviour or characteristic has no impact on whether a person is an 
outstanding leader. 
5 = This behaviour or characteristic contributes slightly to a person being an 
outstanding leader. 
6 = This behaviour or characteristic contributes somewhat to a person being an 
outstanding leader. 
7 = This behaviour or characteristic contributes greatly to a person being an 
outstanding leader. 
 
 Doubts and problems aroused with translating words manager, management, leader, 
leadership, and followers into official Bosnian languages. The straight translation of the 
English words manager into Bosnian languages is “rukovodilac, upravnik, upravljač”, and a 
word management “upravljanje, rukovođenje”. These words do not fit properly to the 
meaning of the English words and are not used in this context in Bosnian languages. Rather, 
the modified English words are used, e.g. “menadžer“(manager) and „menadžment“ 
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(management). Formerly, during the socialist regime, manager was referred to as 
„rukovodilac“ (administrator, executive) and the process of managing “rukovođenje” 
(administration, supervision), terms which are not utilized anymore.  
Another translation problem came into sight for the English word follower. The exact 
translation into all three Bosnian languages is „sljedbenik“, once more, a word barely ever 
used in business environment. The term „saradnici“ (co-workers) is the word normally used. 
This is the accurate word to address followers in a business world in Bosnia.  
Next question emerged with the English idioms leader and leadership. In the three 
Bosnian languages term leader is translated as „vođa“, and leadership as „vođstvo“. These 
two terms in the official Bosnian languages have the exact same meaning as the English 
terms. Even though the meaning is the same, lately in economics and business literature, as 
well as in everyday business surrounding and daily life, modified English terms are used, e.g. 
„lider“ for the English phrase leader and „liderstvo“ for leadership. The use of the 
expressions „lider“ and „liderstvo“ expanded in business literature in late 90’s.  Therefore, 
the question was whether I should use the idiomatic words from Serbian, Croatian and 
Bosnian language or rather new phrases? Which expressions use people when they talk about 
leadership? Are these terms assuming the same or similar connotations as in English 
language? Having these questions in mind and after examining different literature and media 
in Bosnia, I have decided to use the idioms that are original in Serbian, Croatian and Bosnian 
language: „vođa“ (leader) and „vođstvo“ (leadership).   
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4.2.1.2 The composition of the quantitative research sample 
The research was conducted on the sample of 26 Bosnian companies, 3 companies from the 
telecommunication sector, 13 companies from the financial services, and 10 companies from 
the food industry. 14 companies were located in the Republika Srpska, and 12 in the 
Federation of Bosnia and Herzegovina. The research included companies from three branches 
of industry in both entities. The size of the enterprises varies across the sectors12.  Financial 
sector is typified by medium and large sized companies, telecommunication services by large 
enterprises, whereas food processing industry is characterized by large number of small and 
medium sized family owned companies. The research was conducted from February 2009 till 
March 2010. During this time 500 questionnaires (250 copies of each questionnaire) were 
sent out. The questionnaires were distributed in printed form or per E-mail. Out of this 
number, 319 questionnaires had been returned to the author. For the reason that eight 
questionnaires were filled irregularly, I decided to remove them from further analysis. On the 
whole, 311 questionnaires (158 questionnaires Alfa and 153 questionnaires Beta) were used 
for the analysis. Most of the respondents filled both versions of questionnaires, without 
duplicating parts on leadership. 45.8 % of questionnaires were filled out in the Federation of 
Bosnia and Herzegovina, and 54.2 % in the Republika Srpska. Financial sector participated in 
overall sample with 44.3 % filled questionnaires, food industry with 33.5 %, and 
Telecommunications services with 22.2 %.  
                                                          
12 Based on the size, Bosnian companies are divided into: micro companies (less than 10 employees, yearly 
trade equal or less than 200.000 €), small companies (less than 50 employees, yearly trade equal or less than 2 
million €), medium companies (less than 250 employees, yearly trade equal or less than 20 million €, annual 
balance sheet equal or less than 15 million €), big companies (more than 250 employees, yearly trade higher 
than 20 million €, annual balance sheet higher than 15 million €) (Zakon o podsticanju razvoja malih i srednjih 
preduzeća, 2002: 2-3). 
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Respondents were all middle level managers13. In total, 158 managers answered the 
questionnaires. Approximately 61.4 % of the respondents were men, and 38.6 % women. The 
age of the respondents ranged from 25 years to 65 years, with an average age of around 40 
years. 50 % were born in Bosnia and around 40 % had lived abroad for more than a year 
(mainly in former Yugoslav republics). As for the religious affiliation/ethnic belonging, 
45.6% of respondents were Eastern Christian Orthodox/Bosnian Serb, 34.2 % 
Muslims/Bosniaks, 16.5 % Roman Catholics/Bosnian Croats, and 3.8 % declared belonging 
to other religions/ethnic groups. An average working experience of all respondents was 17.7 
years. All respondents indicated that they had an average of 12.5 years were spent as 
managers. The average period the respondents spent in their current company was around 7 
years. Only 9.5 % indicated that they had worked for a multinational company. 33.5 % of 
respondents stated that they belonged to professional associations, whereas 5 % indicated that 
they were members of industrial or trade associations. The average length of formal 
education was 16.2 years. Education in economics and business administration accounted for 
43 % of respondents, 22.2 % were educated as engineers, whilst 34.8 % had education in 
different areas14. About 38 % of middle manager responded that they had participated in 
Western management practices training.  
The respondents were guaranteed confidentiality. This meant that under no 
circumstances were their identity and scores revealed to anybody other than the researcher.  
 
                                                          
13 “A middle manager was defined as one who had at least two levels above and two levels below him or her in 
an organization. In the case of very small organizations, a middle manager was defined as one who reported 
directly to the CEO of the organization or had at least one level below him or her in their organization.” 
(Chhokar et al., 2008: 21).  
14 I propose following groups of specialization: engineers (electrical engineering, mechanical engineering, 
computer and information sciences specialists), economics and business administration (economics, business 
administration, management, etc.), and other fields of specialization (low, food technologists, public 
administration, mathematicians, language specialists, etc.).  
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4.2.1.3 Statistical data analysis  
Guidelines for the use of GLOBE culture and leadership scales (see Appendix 3) and Syntax 
for GLOBE societal culture, organizational culture, and leadership scales (see Appendix 4) 
were used for the analysis of the results on culture and leadership in Bosnia. The analysis of 
the results was administrated throughout statistical program SPSS 17.00 (for calculation of 
minimum, maximum, means, standard deviation, percentages, paired-samples t-tests, 
correlations, independent-samples t-tests, one-way ANOVA tests, linear regression analysis, 
descriptive statistics, and frequencies).  
Following Syntax for GLOBE societal culture, organizational culture, and leadership 
scales, initially, I have created nine organizational and nine societal cultural dimensions 
(practices and values). Prior to creating organizational cultural practices, some of the items 
from section 1 of the questionnaire Alpha had to be reverse-coded (see Appendix 1 and 4). 
After the process of recoding was concluded, I was able to produce nine organizational 
cultural practices for Bosnia using the SPSS syntax statements presented in the GLOBE 
Syntax (Appendix 4, pp.6). Same procedure was applied to develop nine organizational 
cultural values for Bosnia. The items in section 3 of form Alpha were reverse-coded 
following the SPSS statements used for the GLOBE project (see Appendix 4). Subsequent to 
recoding these items, it was possible to create organizational cultural values using adequate 
SPSS syntax (see Appendix 4: Syntax for GLOBE societal culture, organizational culture, 
and leadership scales, pp.6). 
 As soon as nine organizational dimensions were generated, I have created societal 
cultural practices and values. Societal culture scales are contained in sections 1 and 3 of the 
questionnaire Beta. To begin with, items in section 1 and section 3 were reverse-coded (see 
Appendix 4: Syntax for GLOBE societal culture, organizational culture, and leadership 
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scales, pp.7) in order to create societal cultural practices and values. Subsequently, using 
SPSS syntax I have developed nine societal cultural practices and values.  
 Next step was to create leadership scales. Sections two and four of both quantitative 
surveys include leadership items. Leadership items are identical and presented in the same 
way in both quantitative questionnaires. First of all, using GLOBE guidelines (see Appendix 
4: Syntax for GLOBE societal culture, organizational culture, and leadership scales, pp. 1-5) I 
have created 21 first order leadership factors (out of 112 questionnaire items). Some of the 
items had to be reverse-coded before developing first order leadership factors. Recoding was 
conducted in accordance with the Syntax. After that, I have calculated second order 
leadership dimensions by first standardizing each one of 21 first order leadership factors. The 
SPSS syntax statements that I have used to create the second order leadership dimensions are 
exhibited in Appendix 4, pp.5. 
 
4.2.2 Qualitative methodology 
The quantitative questionnaire reports of middle level managers from Bosnian companies 
were supplemented by in-depth ethnographic interview findings. By means of this method I 
tried to learn how managers in Bosnian companies are thinking about effective leader 
attributes and behaviours; what middle managers consider under terms leader, manager, 
competent manager and outstanding leader, with emphasis placed on the attributes and 
behaviour of outstanding leaders in Bosnia. The quantitative and qualitative findings were 
integrated using triangulation proposed by Denzin (1989).  
 Interviews were administrated during February, March and April 2010 (see 
Appendices 5-15, transcripts of each interview). The GLOBE Guidelines for the In-Depth 
Ethnographic Interviews (see Figure 4.5) was used as a basis for the interviews. Interviews 
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included nine middle managers (from three sectors of industry), and two CEO’s from small 
family business. The age of managers ranges from 29 to 61 years old, with an average age of 
44 years. 18.2 % of interviewees were female and 81.8 % male.  Around 55 % of the 
participants had Bachelor or Master Degree in Economics, and 45 % had a formal degree 
(Bachelor of Science) in other fields (Computer Science and Mathematics, Mechanical 
Engineering, Electrical Engineering, Architecture, and English language).  
Figure 4.5 Guidelines for in-depth ethnographic interviews 
Guidelines for In-Depth Ethnographic Interviews 
 
 Clarify to the interviewees that there are no correct, incorrect, or desirable or undesirable responses. 
 Stress that their responses would contribute to an understanding of leadership and management in their 
culture. 
 While the interview should be generally free-flowing and exploratory, following are some guiding and 
suggested questions to broadly guide your exploration: 
 
1. What is your personal definition of outstanding leadership? 
2. What is the difference between a competent manager and an outstanding leader? 
3. What is your perception of the opposite of outstanding leadership? If the person is in the position of 
leadership and does not exercise outstanding leadership, what would be the kinds of behaviours in which he 
or she is likely to engage? 
4. Please describe a couple of critical incidents that illustrate outstanding leadership? 
5. Were there any obstacles or constraints faced by the leaders in these incidents? Any opposition, resistance, 
bureaucratic red tape, or lack of resources, for example? 
6. Please name two or three well-known individuals who, you think, are or have been outstanding leaders? 
7. Is there anything that these leaders have in common that makes them outstanding and differentiates them 
from others who have been in similar positions? How are the behaviours of these leaders similar? 
8. Please describe a specific behaviour, something each leader did, that illustrates his or her leadership? 
9. Is there something a leader did that resulted in your strong acceptance of or supported for the leader or 
resulted in significantly increased motivation on your part, or willingness to go above and beyond the call of 
duty in the interest of the leader’s vision, objective, or mission? Please describe that in some detail? 
 
 
Source: Chhokar et al, 2008: 26. 
All interviews were recorded for the following content analysis. Each interview was 
transcribed and the consequent texts were reorganized into text subdivisions covering one 
idea.  Firstly, each interview was analysed independently, what was followed by the 
subsequent group analysis. All features and exemplars given during interviews were listed 
and subsequently organized in accordance to particular theme categories. Confidentiality was 
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guaranteed to the respondents. This meant that under no circumstances were their identity 
revealed to anybody other than the researcher.  
 
4.3 Societal culture results for Bosnia and Herzegovina  
In this part, firstly, I present overall statistics for each GLOBE independent cultural 
dimension (“as is” and “should be”) for Bosnia. Following, I am exploring within country 
similarities and discrepancies.  
After I present statistics on nine cultural dimensions (practices and values), I am 
going to position Bosnia in a world rank (among 62 societies included in GLOBE Project), 
and into country groups using so called test banding statistical procedure15. Next, I compare 
cultural profile of Bosnia to the world mean, Eastern Europe Cluster, Slovenia, Germany 
(Former East), and Germany (Former West). The source of world, cluster and societies data 
is always the relevant chapters of the two GLOBE monographs (House et al., 2004, Chhokar, 
et al., 2007). 
 
4.3.1 Summary of the findings on societal culture for Bosnia and Herzegovina 
As described by the middle managers, the society culture practices in Bosnia can be 
portrayed through (see also Table 4.5):  
 An extremely high power distance (mean score 6.39); 
 A very low tendency to avoid uncertainty throughout norms, rules, rituals, and 
bureaucratic practices (mean score 2.61);  
                                                          
15 For more information see: Hanges, P.J., Dickson, M.W., Sipe, M.T. (2004): Rationale for GLOBE Statistical 
Analysis. Societal Rankings and Test of Hypotheses. (in House et al., 2004: 219-221). 
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 A very high in-group collectivism (mean score 5.85) and low institutional 
collectivism (mean score 3.29); 
 Medium level human orientation (mean score 4.04); 
 A lower manifestation of assertiveness (mean score 3.72) and gender egalitarianism 
(mean score 3.35); 
 An extremely low performance orientation (mean score 2.66) and future orientation 
(mean score 2.95). 
Table 4.5 Societal practice scores for Bosnia and Herzegovina 
 
Cultural Dimensions 
 
N 
 
Mean 
 
Std. 
Deviation 
Uncertainty Avoidance 158 2.61 1.43 
Power Distance 158 6.39 0.95 
Institutional Collectivism (Collectivism 1) 158 3.29 1.71 
In-Group Collectivism (Collectivism 2) 158 5.85 1.26 
Gender Egalitarianism 158 3.35 1.25 
Assertiveness 158 3.72 1.40 
Future Orientation 158 2.95 1.62 
Performance Orientation 158 2.66 1.48 
Humane Orientation 158 4.04 1.54 
 
The results in Table 4.5 are the average individual scores aggregated at the national 
level. As shown in Table 4.5, Bosnia has an extreme “as is” scores on many cultural 
dimensions: extremely high power distance, high in-group collectivism, extremely low 
uncertainty avoidance, future orientation, institutional collectivism, and performance 
orientation. Low gender egalitarianism, whereas mid-range scores are recorder in humane 
orientation, and assertiveness. Relatively high to high standard deviation for all cultural 
dimensions (except for power distance) points on quite different opinion on practices among 
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Bosnian middle managers. The differences concerning middle managers opinions of societal 
culture practices could be based on their age, gender, nationality, professional qualifications, 
or other personal factors. This will be explored later on in this chapter.  
Table 4.6 Societal value scores for Bosnia and Herzegovina 
 
Cultural Dimensions 
 
N 
 
Mean 
 
Std. Deviation 
Uncertainty Avoidance 158 5.05 1.43 
Power Distance 158 2.04 1.21 
Institutional Collectivism (Collectivism 1) 158 4.63 1.37 
In-Group Collectivism (Collectivism 2) 158 5.84 1.51 
Gender Egalitarianism 158 4.32 1.27 
Assertiveness 158 2.78 1.58 
Future Orientation 158 6.19 1.10 
Performance Orientation 158 6.54 1.01 
Humane Orientation 158 6.25 0.76 
 
While the societal culture practices indicates the middle managers perceptions of 
current situation in Bosnian society, societal culture values indicates manager’s expectations 
regarding society culture. As it is shown in Table 4.6, Bosnian middle level managers would 
like their society to be much more performance oriented (mean score 6.54), humane oriented 
(mean score 6.25), and future oriented (mean score 6.19). Furthermore, middle managers 
would like to rely more on norms and rules in order to avoid uncertainty (mean score 5.05). 
Institutional collectivism (mean score 4.63) and gender egalitarianism (mean score 4.32) are 
also found to be important for Bosnian middle managers. It seems that middle managers are 
comfortable with the existing level of in-group collectivism in Bosnia, since values differ 
from practices for only 0.01 (mean score practices 5.85, mean score values 5.84). As a final 
point, assertiveness (mean score 2.78) and power distance (mean score 2.04) are seen as 
negative by middle level managers. Again, high standard deviations for almost all cultural 
values (except for humane orientation and performance orientation) indicate different 
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viewpoints on values amongst Bosnian middle managers. Same as for the societal culture 
practices, different views regarding societal culture values points out to possible differences 
among managers according to divergent socio-demographic factors. The impact of different 
social groups on manager’s opinion will be explored afterwards in this chapter. 
Figure 4.6 Comparison of practices and values in Bosnia and Herzegovina 
 
At this point, I compare the perceptions and expectations of the Bosnian middle level 
managers. Figure 4.6 illustrates that comparison. From Figure 4.6 it can be noticed that there 
is a huge gap between practices and values scores on five cultural dimensions: power 
distance, future orientation, performance orientation, uncertainty avoidance, and humane 
orientation. It seems that there is a considerable desire to lower power distance (-4.35) and 
assertiveness (-0.94) in Bosnian society, and to increase uncertainty avoidance (+2.44), future 
orientation (+3.24), institutional collectivism (+1.34), humane orientation (+2.21), 
performance orientation (+3.88), and gender egalitarianism (+0.97). Moreover, I sought to 
test if the differences between practices and values in Bosnian society are statistically 
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significant. I employed paired-samples t-tests and the results show that in all cultural 
dimensions except within in-group collectivism the differences are statistically significant (p 
< 0.001) (see Table 4.7). As Table 4.7 shows, the highest differences are recorded for power 
distance (t = 64.706, sig. = 0.000). Very high divergence is also evidenced for performance 
orientation (t = -47.956, sig. = 0.000), future orientation (t = -32.649, sig. = 0.000), uncertainty 
avoidance (t = -26.123, sig. = 0.000), and humane orientation (t = -22.282, sig. = 0.000).  
Table 4.7 Paired-samples t-tests for the differences between practices and values 
 
Cultural dimension  
“as is” 
 
Mean 
 
t-test  
(sig. 2-tailed) 
 
Mean 
 
Cultural dimension 
“should be” 
Uncertainty Avoidance 2.61 -26.123 (0.000) 5.05 Uncertainty Avoidance 
Future Orientation 2.95 -32.649 (0.000) 6.19 Future Orientation 
Power Distance 6.39  64.706 (0.000) 2.04 Power Distance 
Institutional Collectivism 3.29 -13.487(0.000) 4.63 Institutional Collectivism 
Humane Orientation 4.04 -22.282 (0.000) 6.25 Humane Orientation 
Performance Orientation 2.66 -47.956 (0.000) 6.54 Performance Orientation 
In-Group Collectivism 5.85     0.169 (0.866) 5.84 In-Group Collectivism 
Gender Egalitarianism 3.35 -12.112 (0.000) 4.32 Gender Egalitarianism 
Assertiveness 3.72    8.620 (0.000) 2.78 Assertiveness 
 
Relatively high to high standard deviation for almost all cultural practices and values 
points out on diverse perspective of values and practices between middle managers in Bosnia. 
The differences among Bosnian managers could be based on different personal factors like 
gender, professional background, religious affiliation, age, and others. Therefore, my next 
aim is to analyse how dissimilar social groups of middle level managers vary in their opinion 
regarding the societal culture. Independent-samples t-tests and ANOVA tests were employed 
to compare middle level manager’s opinion according to their age, gender, educational 
background, religion, entities where they live, and sector of industries they belong to.   
Interesting would be to compare cultural differences between the two entities in Bosnia 
(the Republika Srpska, and the Federation of Bosnia and Herzegovina). Table 4.8, exemplify 
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regional cultural practice differences, whereas Table 4.9 portray an overview of societal culture 
value scores for Bosnia 
Table 4.8 Societal practice scores of Bosnia and Herzegovina, regional differences 
 
 
Regional means 
Uncert-
ainty 
Avoid-
ance 
Power 
Dista-
nce 
Institu-
tional 
Collect
-ivism  
In-
Group 
Collect
-ivism 
 
Gender 
Egalit-
rianism 
Asserti-
veness 
Future 
Orient
-ation 
Perfo-
mance 
orient-
ation 
Humane 
Orient-
ation 
 
Bosnia and 
Herzegovina 
(overall score) 
2.61 6.39 3.29 5.85 3.35 3.72 2.95 2.66 4.04 
Repulika Srpska 2.56 6.36 3.35 5.86 3.37 3.69 2.98 2.64 4.07 
Federation of Bosnia 
and Herzegovina 
2.67 6.42 3.19 5.87 3.32 3.76 2.91 2.67 3.98 
 
The results display that the differences between entities are statistically insignificant, 
both for practices and values. However, as of the results it can be observed that (regarding 
societal culture practices) the Republika Srpska is less uncertainty avoiding, power distant, 
and assertive, on the other hand more humane oriented and institutional collectivistic than the 
Federation of the Bosnia and Herzegovina.  
 
Table 4.9 Societal value scores of Bosnia and Herzegovina, regional divergences 
 
 
Regional means 
Uncert-
ainty 
Avoid-
ance 
Power 
Dista-
nce 
Institu-
tional 
Collect
-ivism  
In-
Group 
Collect
-ivism 
 
Gender 
Egalit-
rianism 
Asserti-
veness 
Future 
Orient
-ation 
Perfo-
mance 
orient-
ation 
Humane 
Orient-
ation 
 
Bosnia and 
Herzegovina  
(overall score)  
5.05  2.04  4.63  5.84  4.32  2.77  6.18  6.44  6.24  
Repulika Srpska  5.11  2.05  4.66  5.85  4.30  2.77  6.26  6.55  6.22  
Federation of Bosnia 
and Herzegovina  
4.99  2.02  4.58  5.83  4.33  2.76  6.09  6.53  6.28  
 
Even though the differences are not statistically significant for societal culture values, 
they are noticeable in uncertainty avoidance, future orientation, and institutional collectivism. 
Middle managers from the Republika Srpska are more future oriented (6.26 vs. 6.09), 
uncertainty avoidant (5.11 vs. 4.99), and institutional collectivistic (4.66 vs. 4.58) than 
186 
 
managers form the Federation of Bosnia and Herzegovina. At the end, it can be observed that 
middle managers coming from two entities consider Bosnian societal culture practices and 
values quite similar (this especially refers to societal culture values).  
After distinguishing cultural differences between the two entities in Bosnia, it is 
interesting to compare the results of the main ethnic groups in Bosnia (Bosniaks, Bosnian 
Serbs, and Bosnian Croats). Table 4.10 and 4.12 illustrate discrepancies on societal culture 
practices among the main ethnic groups in Bosnia. Pertaining to contemporary cultural 
practices, the results evidently indicate that statistically significant difference between three 
main ethnic groups in Bosnia is recorded in future orientation practices (see Table 4.10 and 
Figure 4.7). Future orientation practices scores are quite low for all three groups. The scores 
confirm that main ethnic groups observe contemporary Bosnian society as being low future 
oriented. It appears that Bosnian Serbs identify stronger future orientation of the Bosnian 
society than Bosniaks and Bosnian Croats (Bosnian Serbs – 3.20, Bosniaks – 2.80, Bosnian 
Croats – 2.62). Now, if I compare three ethnic groups independently one to another, the 
relative picture is somewhat different (see Table 4.12 and Figure 4.7). Alongside the 
dissimilarity in future orientation practices, significant differences are confirmed between 
Bosnian Serbs and Bosniaks on in-group collectivism practices (t = -2.026, sig. (2-tailed) = 
0.043), and among Bosnian Serbs and Bosnian Croats in power distance practices (t = -1.906, 
sig. (2-tailed) = 0.050). Bosniaks perceive Bosnian society as being more in-group 
collectivistic than Bosnian Serbs (5.97 vs. 5.73). On the other hand, Bosnian Croats tend to 
see the present-day Bosnian society as having a stronger power differentiation than Bosnian 
Serbs (6.60 vs. 6.29). Even if the differences on cultural practices are not statistically 
significant, they are visible in humane orientation, performance orientation, gender 
egalitarianism, institutional collectivism, and assertiveness. Among three main ethnic groups, 
Bosniaks scores lowest on following cultural practices: humane orientation (3.90), 
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performance orientation (2.56), gender egalitarianism (3.22), institutional collectivism (3.20), 
and assertiveness (3.62). Bosnian Serbs observe Bosnian society to be more institutional 
collectivistic (3.38), assertive (3.82), and performance oriented (2.81), whilst Bosnian Croats 
perceive present society as more gender egalitarian (3.48).  
Table 4.10 Societal practice scores of the main ethnic groups in Bosnia and Herzegovina 
 
 
Societal means 
Uncert-
ainty 
Avoid-
ance 
Power 
Dista-
nce 
** 
Institu-
tional 
Collect
-ivism 
In-
Group 
Collect
-ivism 
** 
Gender 
Egalita-
ianism 
Assert-
veness 
Future 
Orient-
ation 
** 
Perfor-
mance 
orient-
ation 
Humane 
Orient-
ation 
Bosnia and 
Herzegovina 
(overall score)  
2.61 6.39 3.29 5.85 3.35 3.72 2.95 2.66 4.04 
Bosniaks 2.65 6.44 3.20 5.97 3.22 3.62 2.80 2.56 3.90 
Bosnian Serbs 2.64 6.29 3.38 5.73 3.38 3.82 3.20 2.81 4.11 
Bosnian Croats 2.60 6.60 3.37 5.94 3.48 3.69 2.63 2.62 4.24 
** = regional differences are significant at the 0.05 level 
 
Table 4.11 Societal values scores of the main ethnic groups in Bosnia and Herzegovina 
 
 
Societal means 
Uncert-
ainty 
Avoid-
ance 
Power 
Dista-
nce 
** 
Institu-
tional 
Collect
-ivism 
In-
Group 
Collect
-ivism 
 
Gender 
Egalita-
ianism 
Assert-
veness 
Future 
Orient-
ation 
 
Perfor-
mance 
orient-
ation 
** 
Humane 
Orient-
ation 
Bosnia and 
Herzegovina  
(overall score)  
5.05 2.04 4.63 5.84 4.32 2.78 6.18 6.54 6.24 
Bosniaks  5.01 1.87 4.57 5.88 4.31 2.69 6.18 6.49 1.87 
Bosnian Serbs  5.09 2.20 4.67 5.76 4.29 2.85 6.17 6.48 2.20 
Bosnian Croats  5.05 2.03 4.66 5.95 4.31 2.76 6.15 6.80 2.03 
** = regional differences are significant at the 0.05 level 
 
With respect to societal value scores, a comparison of three ethnic groups indicates on 
statistically significant differences in power distance and performance orientation (see Table 
4.11, 4.12 and Figure 4.7). The desire to lower power distance in Bosnian society is highest 
amongst Bosniaks (1.87), while it is the lowest among Bosnian Serbs (2.20). The aspiration for 
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higher performance orientation is biggest among Bosnian Croats (6.80), whereas the 
expectations of Bosnian Serbs and Bosniaks are almost the same (6.48 vs. 6.49).  
Figure 4.7 Differences on cultural practices and values among ethnic groups in Bosnia and 
Herzegovina 
 
Table 4.12 Independent-sample t-tests on ethnic group’s differences in Bosnia and Herzegovina 
 
Cultural dimension 
 
MeanG1 
 
MeanG2 
 
t-test (sig. 2-tailed) 
Bosnian Serbs (G1) vs. Bosniaks (G2)  
Future Orientation (practices) 3.20 2.80 2.531 (0.012) 
In-Goup Collectivism (practices) 5.73 5.97 -2.026 (0.043) 
Power Distance (values) 2.20 1.87 2.686 (0.007) 
Bosnian Serbs (G1) vs. Bosnian Catholics (G2) 
Future Orientation (practices) 3.20 2.62 3.069 (0.002) 
Power Distance (practices) 6.29 6.50 -1.906 (0.050) 
Performance Orientation (values) 6.48 6.80 -3.693 (0.000) 
Bosniaks (G1) vs. Bosnian Catholics (G2) 
Performance Orientation (values) 6.49 6.80 -2.952 (0.003) 
 
Now, I explore if there are any significant discrepancies between middle managers 
according to gender. Table 4.13 illustrates societal culture practices and values scores 
according to gender. It can be seen from Table 4.13 that female managers assess Bosnian 
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society as more future oriented (3.04 vs. 2.89), power distant (6.42 vs. 6.36), and institutional 
collectivistic (3.36 vs. 3.24) than male managers. Bosnian male managers tend to be more on 
favour of gender egalitarianism (3.43 vs. 3.21). Furthermore, male managers tend to see 
Bosnian society as more humane oriented (4.06 vs. 3.97). With respect to societal values, 
male managers believe that Bosnian society should be more future oriented (6.23 vs. 6.11), 
assertive (2.83 vs. 2.70), and institutional collectivistic (4.66 vs. 4.57), whereas female 
managers desire more in-group collectivism. Although the differences are perceptible, 
statistical analysis proves they are not statistically significant (for practices, as well as for 
values).  
Table 4.13 Societal culture practices and values scores according to gender 
 
 
Societal means 
Uncert-
ainty 
Avoid-
ance 
 
Power 
Dista-
nce 
 
Institu-
tional 
Collect
-ivism 
In-
Group 
Collect
-ivism 
 
Gender 
Egalita-
ianism 
Assert-
veness 
Future 
Orient-
ation 
 
Perfor-
mance 
orient-
ation 
Humane 
Orient-
ation 
Societal culture practices 
Female 2.63 6.42 3.36 5.88 3.24 3.77 3.04 2.64 3.97 
Male 2.60 6.36 3.24 5.82 3.43 3.70 2.89 2.67 4.06 
Societal culture values 
Female 5.05 2.03 4.57 5.89 4.32 2.70 6.11 6.56 6.23 
Male 5.06 2.05 4.66 5.80 4.31 2.83 6.23 6.53 6.25 
 
With respect to differences amongst Bosnian middle managers based on their 
professional background16, statistically significant differences were recorded in institutional 
collectivism (practices) and in future orientation (values) (see Table 4.14 and Figure 4.8). 
Bosnian middle managers having professional background in the field of economics and 
business administration perceive Bosnian society as more institutionally collectivistic and 
believe that it should rely much more on planning and investing for the future. Engineers tend to 
                                                          
16 I propose following groups of professional background (specializations): engineers (electrical engineering, 
mechanical engineering, computer and information sciences specialists), economics and business administration 
(economics, business administration, management, etc.), and other fields of professional specialization (law, 
food technologists, public administration, mathematicians, language specialists, etc.). 
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observe present Bosnian society as the least institutional collectivistic. Managers with 
professional background in other fields and engineers expect almost the same level of future 
orientation of the Bosnian society (6.08 and 6.03). Further analysis shows that there are 
significant variations on actual uncertainty avoidance between engineers and managers having 
professional background in other fields (t = -2.215, sig. = 0.022), as well as on expected 
uncertainty avoidance between engineers and middle managers having professional background 
in the field of economics and business administration (t = 1.950, sig. = 0.050) (see Figure 4.8). 
Managers with other fields of professional specialization tend to bare more uncertainty than 
engineers (2.79 vs. 2.44). Economists expect more regulations to deal with the uncertainty of the 
future than engineers (5.15 vs. 4.81). Although the differences are not significant, they are 
noticeable in many other cultural dimensions for practices, as well as for expectations (see 
Tables 4.14 and 4.15). Economists observe the society as more future oriented, engineers tend to 
be more gender egalitarian, performance oriented, humane oriented, and power distant, whereas 
managers with the professional background other than economy and engineering see present-day 
Bosnian society as more in-group collectivistic and assertive. On the other hand, engineers 
would like to reduce power differentiation in Bosnian society, expecting much higher level of in-
group collectivism, performance orientation, assertiveness, humane orientation and equality 
among men and women in Bosnian society. Economists desire much higher level of institutional 
collectivism in Bosnian society. Managers with professional background other than economy 
and engineering scores on almost all cultural values are in a mid range (compared to scores of 
economists and engineers). 
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Figure 4.8 Significant divergences according to manager’s professional background 
 
 
Table 4.14 Societal culture practices based on the manager’s professional background 
 
 
Societal means 
Uncert-
ainty 
Avoid-
ance 
** 
Power 
Dista-
nce 
 
Institu-
tional 
Collect
-ivism 
** 
In-
Group 
Collect
-ivism 
 
Gender 
Egalita-
ianism 
Assert-
veness 
Future 
Orient-
ation 
 
Perfor-
mance 
orient-
ation 
Humane 
Orient-
ation 
Economists 2.57 6.33 3.54 5.90 3.44 3.72 3.02 2.51 4.12 
Engineers 2.44 6.48 2.88 5.68 3.45 3.66 2.79 2.81 4.14 
Other 
specializations 
2.79 6.41 3.23 5.90 3.17 3.77 2.96 2.74 3.88 
   ** = differences are significant at the 0.05 level 
 
Table 4.15 Societal culture values based on the manager’s professional background 
 
 
Societal means 
Uncert-
ainty 
Avoid-
ance 
** 
Power 
Dista-
nce 
 
Institu-
tional 
Collect
-ivism 
 
In-
Group 
Collect
-ivism 
 
Gender 
Egalitar
-ianism 
Assert-
veness 
Future 
Orient-
ation 
** 
Perfor-
mance 
orient-
ation 
Humane 
Orient-
ation 
Economists 5.15 2.08 4.76 5.78 4.27 2.75 6.35 6.58 6.12 
Engineers 4.81 1.97 4.54 5.94 4.42 2.85 6.03 6.60 6.39 
Other 
specializations 
5.09 2.03 4.51 5.85 4.31 2.77 6.08 6.46 6.30 
   ** = differences are significant at the 0.05 level 
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Another interesting comparison is among diverse age groups17 of Bosnian middle 
managers. Tables 4.16 and 4.17 illustrate societal culture results based on age. As it can be 
seen from the two tables, there is a bigger divergence between younger or middle age 
managers with older managers, than among younger and middle age managers. ANOVA test 
points out to one statistically significant difference between the three age groups on future 
orientation practices (see Table 4.16 and Figure 4.9). On the other hand, if I test each of the 
groups one to another using independent-sample t-tests, differences on uncertainty avoidance 
practices and values and power distance practices can be also detected (see Table 4.18). It can 
be seen that the focus on future planning is more emphasised among younger managers and 
middle age managers, whereas older managers tend to live for the current events, what could 
be expected (old managers – 2.01, middle age managers – 2.95, young managers – 3.02). 
Older managers see Bosnian society to be the least uncertainty avoidant and extremely high 
power distant. Younger and middle age Bosnian managers perceive the level of uncertainty 
avoidance and power distance in Bosnia in almost the same scope. Furthermore, younger 
managers desire Bosnian society to rely more on norms and rules in order to avoid 
uncertainty. Even though the differences are not statistically significant, they are noticeable in 
many other cultural practices and expectations. Table 4.16 is pointing to a non-significant 
tendency of old managers to asses present-day Bosnian society as more in-group collectivistic 
and humane oriented, and less institutional collectivistic and performance oriented than 
young and middle age managers. When it comes to structuring the family, old managers are 
more patriarchal, but at the same time a partially modern understanding (gender 
egalitarianism – 3.40). Regarding cultural values, expectations of old managers are lower on 
power distance, institutional collectivism, assertiveness, and future orientation, and higher on 
                                                          
17 I propose following age groups: young managers (up till 39 years old), middle age managers (from 40 to 59 
years old), and old managers (60 years and above). 
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in-group collectivism, gender egalitarianism, performance orientation, and humane 
orientation than the expectations of young and middle age managers (see Table 4.17). 
Table 4.16 Bosnian societal culture practice scores based on age 
 
 
Societal means 
Uncert-
ainty 
Avoid-
ance 
** 
Power 
Dista-
nce 
** 
Institu-
tional 
Collect
-ivism 
In-
Group 
Collect
-ivism 
Gender 
Egalita-
ianism 
Assert-
veness 
Future 
Orient-
ation 
** 
Perfor-
mance 
orient-
ation 
Humane 
Orient-
ation 
Young  
(18-39 years) 
2.96 6.38 3.37 5.85 3.33 3.75 3.02 2.72 4.13 
Middle age  
(40-59 years) 
2.95 6.37 3.24 5.83 3.36 3.70 2.95 2.62 3.98 
Old  
(60and  > years) 
2.15 6.84 2.65 6.10 3.40 3.73 2.01 2.33 4.02 
    ** = differences are significant at the 0.05 level 
 
Table 4.17 Bosnian societal culture value scores based on age 
 
 
Societal means 
Uncert-
ainty 
Avoid-
ance 
** 
Power 
Dista-
nce 
Institu-
tional 
Collect
-ivism 
In-
Group 
Collect
-ivism 
Gender 
Egalita-
ianism 
Assert-
veness 
Future 
Orient-
ation 
Perfor-
mance 
orient-
ation 
Humane 
Orient-
ation 
Young  
(18-39 years)  
5.11 2.08 4.56 5.82 4.21 2.85 6.17 6.53 6.21 
Middle age  
(40-59 years)  
5.04 2.02 4.72 5.83 4.40 2.72 6.21 6.54 6.26 
Old  
(60and > years)  
4.32 1.72 4.15 6.10 4.64 2.67 5.90 6.80 6.50 
 
Table 4.18 Independent-sample t-tests on age-based differences in Bosnia and Herzegovina 
 
Cultural dimension 
 
MeanG1 
 
MeanG2 
 
t-test (sig. 2-tailed) 
 Young managers (G1) vs.Older managers (G2)  
Uncertainty Avoidance (practices) 2.96 2.15 2.307 (0.022) 
Power Distance (practices) 6.38 6.84 -2.073 (0.000) 
Uncertainty Avoidance (values) 5.11 4.32 2.103 (0.036) 
 Middle age managers (G1) vs. Older managers (G2) 
Uncertainty Avoidance (practices) 2.90 2.15 2.156 (0.032) 
Power Distance (practices) 6.37 6.84 -4.260 (0.000) 
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Figure 4.9 Significant differences according to middle manager´s age  
 
 
As a final point, discrepancies between Bosnian middle level managers coming from 
three branches of industry, financial services, telecommunication services, and food processing, 
are also analysed. Table 4.19 portrays societal culture break-down according to the three sectors 
of industry. Test of sector differences (ANOVA test) indicates significant differences on future 
orientation (practices) and institutional collectivism (practices) (see Table 4.19 and Figure 4.10), 
whereas independent-sample t-test points out to the further differences on humane orientation 
practices between managers coming from financial sector and managers from food processing 
industry (t = 2.135, sig. = 0.033), and power distance (practices) among managers coming from 
telecommunication services and managers from financial services (t = -2.005, sig. = 0.046). 
Middle managers coming from financial sector observe present Bosnian society as more 
institutional collectivistic and future oriented. Managers from food processing industry perceive 
Bosnian society to be the least institutional collectivistic, whilst middle managers from 
telecommunication services see contemporary Bosnian society as the least future oriented. 
Bosnian middle managers from telecommunication services perceive power distance to be 
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higher in the society than middle managers from financial sector (6.49 vs. 6.30). The middle 
managers coming from financial sector think that people living in present-day Bosnian society 
are friendlier, generous, and kind to others than it is seen by the middle managers from the food 
industry (4.13 vs. 3.84). Still, there are some noticeable, but not significant differences in many 
other cultural dimensions, especially for value scores. As for the cultural practice scores, they 
are visible in performance orientation (managers from telecommunications tend to be the most, 
whilst those from food processing industry tend to be the least performance oriented), gender 
egalitarianism (managers from financial sector perceive the society as the most gender 
egalitarian, while the managers from food industry as the least), and in in-group collectivism (the 
highest score is recorded in food industry and the lowest in telecommunications). With reference 
to the societal culture value scores, the differences are observable in almost all dimensions apart 
from performance orientation and in-group collectivism (see Table 4.20). Bosnian middle 
managers from financial sector expect Bosnian society to be more uncertainty avoidant, 
institutional collectivistic and future oriented. The managers from food processing industry 
desire Bosnian society to be more gender egalitarian, less assertive and less power distant, whilst 
middle managers from telecommunication services expect more stronger orientation to people in 
the society. 
Table 4.19 Societal culture “as is” according to three branches of industry 
 
 
Societal means 
Uncert-
ainty 
Avoid-
ance 
Power 
Dista-
nce 
** 
Institu-
tional 
Collect
-ivism 
** 
In-
Group 
Collect
-ivism 
Gender 
Egalita-
ianism 
Assert-
veness 
Future 
Orient-
ation 
** 
Perfor-
mance 
orient-
ation 
Humane 
Orient-
ation 
** 
Financial sector 2.92 6.30 3.61 5.86 3.46 3.78 3.14 2.65 4.13 
Food processing 2.91 6.44 3.05 5.92 3.21 3.65 2.79 2.57 3.84 
Tellecommunicat
i-on services 
2.86 6.49 3.02 5.74 3.33 3.71 2.81 2.81 4.15 
    ** = differences are significant at the 0.05 level 
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Table 4.20 Societal culture “should be” according to three branches of industry 
 
 
Societal means 
Uncert-
ainty 
Avoid-
ance 
 
Power 
Dista-
nce 
Institu-
tional 
Collect
-ivism 
In-
Group 
Collect
-ivism 
Gender 
Egalita-
ianism 
Assert-
veness 
Future 
Orient-
ation 
Perfor-
mance 
orient-
ation 
Humane 
Orient-
ation 
Financial sector  5.15 2.14 4.71 5.82 4.27 2.79 6.27 6.55 6.15 
Food processing  5.05 1.91 4.54 5.83 4.39 2.68 6.13 6.53 6.31 
Tellecommunicati
-on services  
4.86 2.02 4.59 5.88 4.29 2.90 6.09 6.55 6.33 
    ** = differences are significant at the 0.05 level 
 
Figure 4.10 Statistically significant differences on societal culture according the sector of 
industry 
 
 
Towards the end, I investigate the correlations linking cultural dimensions (practices 
and values) and analysed social groups (age, gender, nationality, entities, sector, and 
professional background). The results (see Table 4.21) show that only six correlation 
coefficients between actual cultural dimensions and societal groups are statistically 
significant at the 0.01 or 0.05 level. Regarding cultural practices, it can be observed that the 
nationality of respondents (religious affiliation) is correlated with future orientation (R = -
0.115, sig. = 0.001), performance orientation (R = -0.098, sig. = 0.034) and power distance 
(R = 0.085, sig. = 0.016). Furthermore, sector of industry is correlated with future orientation 
(R = -0.078, sig. = 0.029), power distance (R = 0.074, sig. = 0.038) and institutional 
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collectivism (R = -0.132, sig. = 0.001). It can be noticed that there is a lack of significant 
correlations between societal culture practices and analyzed social groups. Where the 
significant correlations are present, they are very weak (Pearson correlations are lower than 
0.51). The strongest correlation recorded is between institutional collectivism (practices) and 
sector of industry (R = -0.132, sig. = 0.001). Second comes correlation among nationality of 
respondents (religious affiliation) and future orientation “as is” (R = -0.115, sig. = 0.001). 
Correlations between power distance practices and nationality of respondents (religious 
affiliation) and power distance and sector of industry is almost the same (the difference is 
0.011). 
It can be observed from Table 4.22 that only three correlation coefficients between 
societal culture values and societal groups are statistically significant at the 0.01 or 0.05 level. 
Nationality of respondents is correlated with power distance values (R = -0.082, sig. = 0.021) 
and performance orientation values (R = 0.093, sig. = 0.019). Additionally, professional 
background of respondents is correlated with future orientation values (R = -0.103, sig. = 
0.010). Same as for the societal culture practices, it can be perceived that there is a lack of 
statistically significant correlations between cultural values and analyzed social groups. 
Moreover, where the statistically significant correlations are present, they are low, even the 
strongest correlation (Pearson correlation is lower than 0.51). The strongest correlation 
recorded is between future orientation “should be” and professional background of middle 
managers (R = -0.103, sig. = 0.010). Even though this is the strongest correlation among 
cultural values and social groups, it is quite low, since it is bellow 0.51. Next comes 
correlation between performance orientation values and nationality of respondents (religious 
affiliation) (R = 0.093, sig. = 0.019). The third statistically significant correlation is among 
power distance values and nationality of respondents (religious affiliation) (R = 0.082, sig. = 
0.021).   
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Table 4.21 Correlation between cultural dimensions (practices) and social groups 
  
Nationality 
 
Age 
 
Sector 
 
Professional 
background 
 
Gender 
 
Entities 
 
Uncertainty Avoidance  Pearson Correlation 
Sig. (2-tailed) 
-.054 
.177 
-.028 
.482 
.005 
.904 
.063 
.116 
-.010 
.804 
.044 
.271 
Future Orientation Pearson Correlation 
Sig. (2-tailed) 
-.115** 
.001 
-.048 
.174 
-.078* 
.029 
-.017 
.625 
-.068 
.057 
-.012 
.734 
Power Distance  Pearson Correlation 
Sig. (2-tailed) 
.085* 
.016 
.018 
.622 
.074* 
.038 
.035 
.333 
.022 
.536 
.032 
.365 
Institutional 
Collectivism  
Pearson Correlation 
Sig. (2-tailed) 
-.050 
.207 
-.055 
.167 
-.132** 
.001 
-.078 
.051 
-.062 
.121 
.056 
.159 
Humane Orientation  Pearson Correlation 
Sig. (2-tailed) 
-.024 
.494 
-.053 
.137 
-.013 
.714 
-.061 
.084 
.061 
.085 
.061 
.088 
Performance 
Orientation  
Pearson Correlation 
Sig. (2-tailed) 
-.098* 
.034 
-.037 
.422 
.030 
.512 
.065 
.155 
-.010 
.822 
.036 
.431 
In-Group Collectivism  Pearson Correlation 
Sig. (2-tailed) 
.062 
.121 
-.002 
.955 
-.025 
.535 
-.003 
.930 
.022 
.579 
.024 
.555 
Gender Egalitarianism  Pearson Correlation 
Sig. (2-tailed) 
.007 
.850 
.008 
.833 
-.034 
.342 
-.060 
.090 
-.008 
.826 
-.003 
.926 
Assertiveness  Pearson Correlation 
Sig. (2-tailed) 
-.041 
.367 
-.014 
.766 
-.019 
.679 
.013 
.786 
-.076 
.100 
-.001 
.987 
Note: ** = Correlation is significant at the 0.01 level (2-tailed); * = Correlation is significant at the 0.05 level 
(2- tailed) 
 
Table 4.22 Correlation between cultural dimensions (values) and social groups 
  
Nationality 
 
Age 
 
Sector 
 
 
Professional 
background 
 
Gender 
 
Entities 
 
Uncertainty Avoidance  Pearson Correlation 
Sig. (2-tailed) 
-.014 
.692 
-.050 
.162 
-.059 
.100 
-.016 
.658 
.009 
.799 
-.028 
.433 
Future Orientation  Pearson Correlation 
Sig. (2-tailed) 
.025 
.535 
-.006 
.877 
-.064 
.107 
-.103** 
.010 
.020 
.618 
-.017 
.665 
Power Distance  
 
Pearson Correlation 
Sig. (2-tailed) 
-.082* 
.021 
-.035 
.329 
-.041 
.247 
-.015 
.666 
-.026 
.460 
.025 
.481 
Institutional 
Collectivism  
Pearson Correlation 
Sig. (2-tailed) 
-.019 
.626 
.020 
.622 
-.037 
.351 
-.076 
.058 
.043 
.281 
-.014 
.722 
Humane Orientation  Pearson Correlation 
Sig. (2-tailed) 
.033 
.411 
.032 
.417 
.053 
.186 
.059 
.139 
.003 
.941 
-.034 
.389 
Performance 
Orientation  
Pearson Correlation 
Sig. (2-tailed) 
.093* 
.019 
.020 
.610 
.000 
.993 
-.047 
.243 
.021 
.595 
.012 
.768 
In-Group Collectivism  Pearson Correlation 
Sig. (2-tailed) 
.039 
.334 
.016 
.680 
.014 
.731 
.019 
.628 
.014 
.731 
-.027 
.491 
Gender Egalitarianism  Pearson Correlation 
Sig. (2-tailed) 
.028 
.439 
.055 
.120 
.009 
.796 
.009 
.792 
.029 
.420 
.029 
.418 
Assertiveness 
 
Pearson Correlation 
Sig. (2-tailed) 
-.016 
.721 
-.035 
.447 
.015 
.748 
.006 
.905 
-.014 
.770 
.076 
.100 
Note: ** = Correlation is significant at the 0.01 level (2-tailed); * = Correlation is significant at the 0.05 level 
(2- tailed) 
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4.3.2 Cultural profile of Bosnia and Herzegovina compared to the GLOBE results 
Previously, I have presented findings on societal culture “as it is” and “should be” for Bosnia. 
Let me now position Bosnia amongst 62 countries included in the GLOBE project. Table 
4.23 illustrates summation of the findings on societal culture (“as is” and ”should be”) for 
Bosnia, as well as ranking of country within GLOBE societies.  
Bosnia has a very low “as is” score on uncertainty avoidance, which positions the 
country lowest (63nd from the top) among all GLOBE countries in uncertainty avoidance. 
With this score the society would belong to Band D group of countries (lowest uncertainty 
avoiding group; e.g. uncertainty accepting group). The “should be” score is 5.05 and puts 
Bosnia on 19th position in Band A.  
On the “as is” dimension on power distance, Bosnia shows an extremely high score of 
6.39 that puts country on the 1st place among the GLOBE countries. With this score country 
would belong to Band A group of countries (high power distance group).  On the other hand, 
the “should be” score of 2.04 (Rank 62, Band D) is very low, which follows the common 
trend among GLOBE countries towards lower power distance.  
Institutional collectivism practice score for Bosnia is very low and is positioned on 
the 62nd place, within Band D. The value score is relatively high and places Bosnia on the 
35th place (Band B) among the GLOBE countries.  
Scores for both dimensions on in-group collectivism in Bosnia are the same (the 
difference of 0.01 is insignificant). On the “as is” dimension Bosnia shows a very high score, 
which places the country very high in the leading group of countries on this dimension (Rank 
7, Band A). Even though the “should be” score is relatively high (5.84) Bosnia ranks much 
lower (Rank 20, Band B).  
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Bosnian society scores relatively high (3.35) on gender egalitarianism, which puts 
country on the 33rd place in the Band B. With its values score of 4.32, Bosnia ranks 42nd 
(Band B) among all GLOBE countries. Bosnia, like all other GLOBE countries, demonstrates 
the same tendency from relatively low perceived gender egalitarianism towards much higher 
valued gender egalitarianism.  
The “as is” result of 3.72 on assertiveness positions Bosnia very low (Rank 54, Band 
B), and the “should be” score of 2.78 is also very low (Rank 62, Band C).  
Practice score on future orientation is extremely low and it places Bosnia on the 61st 
place and would belong to Band D. Though, the value scores of 6.19 positions Bosnia high 
on the 2nd place (Band A) among the GLOBE countries.  
On performance orientation, Bosnia has an extremely low practice score of 3.20, 
ranking it last among all GLOBE countries (Band C). On the other hand, the value score is 
very high (6.54), which is positioning country on the 2nd place (Band A) among countries 
included in the GLOBE study.  
Bosnian society has a middle range score on human orientation practice, still it 
positions country relatively low on 32nd place in the Band C. In contrast, the value score of 
6.25 is extremely high and puts the country on the leading place (Rank 1, Band A).  
Earlier in this chapter, it could be seen that the cultural profile of Bosnia is typified by 
an extremely high power distance, high in-group collectivism, extremely low uncertainty 
avoidance, performance orientation, future orientation, institutional collectivism, gender 
egalitarianism, and assertiveness, whereas mid-range scores are recorder in humane 
orientation. With reference to the societal values, middle managers expectations are to reduce 
power distance and assertiveness in Bosnian society, and to increase uncertainty avoidance, 
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future orientation, institutional collectivism, humane orientation, performance orientation, 
and gender egalitarianism.   
 On the other hand, if I compare the results of Bosnia with the world average scores, 
the relative picture is slightly different. As it is illustrated on Figure 4.11, Bosnian practice 
scores in societal culture are higher than the world average in power distance, and in-group 
collectivism, lower in performance orientation, institutional collectivism, future orientation, 
uncertainty avoidance, and assertiveness, and are almost equal in gender egalitarianism, and 
humane orientation.  
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Table 4.23 Descriptive statistics for GLOBE cultural dimensions (practices and values) for Bosnia and Herzegovina and ranking of Bosnia and 
Herzegovina among GLOBE societies 
 
 
Cultural Dimensions (practices) 
 
Mean 
 
Std. 
Deviation 
 
 
Rank in 
GLOBE 
 
Band 
 
Cultural Dimensions (values) 
 
Mean 
 
Std. 
Deviation 
 
Rank in 
GLOBE 
 
Band 
Uncertainty Avoidance 2.61 1.43 63 D Uncertainty Avoidance 5.05 1.43 19 A 
Power Distance 6.39 0.95 1 A Power Distance 2.04 1.21 62 D 
Institutional Collectivism (Coll. 1) 3.29 1.71 61 D Institutional Collectivism (Coll. 1) 4.63 1.37 35 B 
In-Group Collectivism (Coll. 2) 5.85 1.26 7 A In-Group Collectivism (Coll. 2) 5.84 1.51 20 B 
Gender Egalitarianism 3.35 1.25 33 B Gender Egalitarianism 4.32 1.27 42 B 
Assertiveness 3.72 1.40 54 B Assertiveness 2.78 1.58 62 C 
Future Orientation 2.95 1.62 62 D Future Orientation 6.19 1.10 2 A 
Performance Orientation 2.66 1.48 63 C Performance Orientation 6.54 1.01 2 A 
Humane Orientation 4.04 1.54 32 C Humane Orientation 6.25 0.76 1 A 
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Figure 4.11 Comparison of Bosnian cultural profile to the world average (societal practices) 
 
Within the GLOBE project, societies included in the research were grouped into ten 
different clusters: Anglo, Latin Europe, Nordic Europe, Germanic Europe, Eastern Europe, 
Latin America, Sub-Saharan Africa, Middle East, Southern Asia, and Confucian Asia (House 
et al., 2004). The Eastern European cluster is consisted of the following countries: Albania, 
Georgia, Greece, Hungary, Kazakhstan, Poland, Russia, and Slovenia. The cluster is a mixture of 
countries bearing different linguistic, ethnic, religious traditions and economic backgrounds and at the 
same time, sharing many other attributes (Bakacsi et al., 2002: 70). As mentioned by Bakacsi et al. (2002) 
there are probably several other countries that should be included in the Eastern Europe cluster, among 
which is also Bosnia. Hence, I compare data of Bosnia with the data of the Eastern Europe Cluster. 
Moreover, I can assume that Bosnia will show resemblance to Slovenia, having in mind that 
both countries were previously two republics of former Yugoslavia, geographic immediacy, 
same climate zone, religious and linguistic genesis, and similar cultural and historical 
heritage.  Additionally, I am going to compare scores of Bosnia with Germany (Former East) 
and Germany (Former West), since this Ph.D. is carried out in Germany.  Table 4.24 portray 
scores of Bosnia and above mentioned countries and cluster (please notice that here we are 
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comparing single country scores to cluster averages). Figure 4.12, 4.13, 4.14, and 4.15 depict 
comparisons of Bosnia to the Eastern Europe Cluster18, Slovenia, Germany (Former East), 
and Germany (Former West).   
Table 4.24  Comparison of cultural profiles of Bosnia and Herzegovina and the Eastern 
Europe Cluster19, Slovenia, Germany (Former East and Former West) (societal practices) 
 
From Figure 4.12, it can be distinguished that Bosnian societal practices are higher 
than the Eastern Europe Cluster in power distance, in-group collectivism, and humane 
orientation, lower in gender egalitarianism, assertiveness, uncertainty avoidance, future 
orientation, institutional collectivism, and performance orientation.  
  
                                                          
18 The Eastern Europe Cluster consists of Albania, Georgia, Greece, Hungary, Kazakhstan, Poland, Russia, and 
Slovenia. 
19 The Eastern Europe Cluster consists of Albania, Georgia, Greece, Hungary, Kazakhstan, Poland, Russia, and 
Slovenia. 
Cultural                       
Dimension 
Bosnia and 
Herzegovina 
Eastern 
Europe 
Slovenia Germany 
(Former East) 
Germany 
(Former West) 
Uncertainty Avoidance 2.91 3.56 3.78 5.16 5.22 
Power Distance 6.39 5.25 5.33 5.54 5.25 
Institutional Collectivism  3.29 4.10 4.13 3.56 3.79 
In-Group Collectivism 5.85 5.53 5.43 4.52 4.02 
Gender Egalitarianism 3.35 3.84 3.96 3.06 3.10 
Assertiveness 3.72 4.33 4.00 4.73 4.55 
Future Orientation 2.95 3.38 3.59 3.95 4.27 
Performance Orientation 2.66 3.73 3.66 4.09 4.25 
Humane Orientation 4.04 3.85 3.79 3.40 3.18 
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Figure 4.12 Comparison of Bosnian cultural profile to the Eastern European Cluster20 
(societal practices) 
 
Figure 4.13 Comparison of cultural profiles of Bosnia and Slovenia (societal practices) 
 
                                                          
20 The Eastern Europe Cluster consists of Albania, Georgia, Greece, Hungary, Kazakhstan, Poland, Russia, and 
Slovenia. 
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Figure 4.14 Comparison of cultural profiles of Bosnia and Germany (Former East) (societal 
practices) 
 
Figure 4.15 Comparison of cultural profiles of Bosnia and Germany (Former West) (societal 
practices) 
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The main dissimilarities between scores from Bosnia, Slovenia, Germany (Former 
East), and Germany (Former West) are as follows: 
 The lowest score on performance orientation, future orientation, assertiveness, and 
uncertainty avoidance has Bosnia, and scores of Slovenia on these dimensions are 
around the neutral value on the scale, whereas scores of Germany (Former East), and 
Germany (Former West) are highest; 
 The highest score in power distance has Bosnia, whilst Slovenia, Germany (Former 
East), and Germany (Former West) scores are in a narrow range;  
 Germany (Former East) and Germany (Former West) scores on gender egalitarianism 
are lower than Bosnian, whereas Slovenia scores higher than Bosnia;  
 Bosnia scores the lowest on institutional collectivism, Slovenia scores the highest, 
whereas scores of Germany (Former East), and Germany (Former West) are in-
between; 
 The highest scores in humane orientation and in-group collectivism have Bosnia, 
Germany (Former West) scores are the lowest, Slovenian scores are the highest, 
whereas scores of Germany (Former East) and Germany (Former West) are the 
lowest.  
In Table 4.25 and Figure 4.16 I recapitulate the societal culture value scores for 
Bosnia, Eastern Europe Cluster, Slovenia, Germany (Former East), and Germany (Former 
West). Without going into deeper analysis on between countries/country-cluster similarities, 
it seems that Bosnia shows more resemblance to the Eastern Europe Cluster and Slovenia 
than to the Germany (Former East), and Germany (Former West).  
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Table 4.25 Societal value scores of Bosnia and Herzegovina compared to Eastern Europe 
Cluster21, Slovenia, Germany (Former East), and Germany (Former West) 
 
Figure 4.16 Comparison of cultural profiles of Bosnia and the world average, Eastern Europe 
Cluster22, Slovenia, Germany (Former East), and Germany (Former West) (societal values) 
 
                                                          
21 The Eastern Europe Cluster consists of Albania, Georgia, Greece, Hungary, Kazakhstan, Poland, Russia, and 
Slovenia. 
22 The Eastern Europe Cluster consists of Albania, Georgia, Greece, Hungary, Kazakhstan, Poland, Russia, and 
Slovenia. 
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Cultural                       
Dimension 
Bosnia and 
Herzegovina 
Eastern 
Europe 
Slovenia Germany 
(Former East) 
Germany 
(Former West) 
Uncertainty Avoidance 5.05 4.94 4.99 3.94 3.32 
Power Distance 2.04 2.84 2.57 2.69 2.54 
Institutional Collectivism  4.63 4.34 4.38 4.68 4.82 
In-Group Collectivism 5.84 5.57 5.71 5.22 5.18 
Gender Egalitarianism 4.32 4.46 4.83 4.90 4.89 
Assertiveness 2.78 3.78 4.59 3.23 3.09 
Future Orientation 6.19 5.38 5.42 5.23 4.85 
Performance Orientation 6.54 5.82 6.41 6.09 6.01 
Humane Orientation 6.25 5.60 5.25 5.44 5.46 
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Figure 4.17 Comparison of Bosnian cultural profile with the world average (societal values) 
 
Figure 4.17 exhibits that Bosnian middle level manager’s expectations are more-less 
analogous to the world averages. Bosnian managers tend to strive for lower assertiveness and 
power distance, and would like to avoid uncertainty even more. The managers in Bosnia 
desire more detailed planning for the future, and would prefer higher performance and 
humane orientation.  
 
4.4 Organizational culture 
After examining the characteristics of Bosnian societal culture in the previous section, in this 
part, moving from one cultural dimension to another I present the features of organizational 
culture practices and values for Bosnia. Bosnian organizational culture was evaluated by the 
middle level managers from three branches of industry (financial services, food processing 
and telecommunication services). Subsequently, I explore within country similarities and 
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discrepancies, highlighting the differences between three industries. Lastly, the data for 
Bosnia are compared to the world average. The source of world data is always the relevant 
chapter of the two GLOBE monographs (House et al., 2004, Chhokar, et al., 2007). However, 
in certain chapters there are no available data for organizational culture practices and values. 
In this case, the data will be indicated as “n.a.” in tables.  
 
4.4.1 The organizational practices profile of the three sectors  
As it can be observed from Table 4.26, the highest organizational culture practice scores were 
recorded in power distance (5.49) and uncertainty avoidance (4.59). In-group collectivism 
(4.10) and assertiveness (4.02) scores are about the neutral range on scale. Humane 
orientation (3.76), institutional collectivism (3.59), future orientation (3.53), gender 
egalitarianism (3.52), and performance orientation (3.41) scores are relatively low. High 
standard deviation for all cultural dimensions indicates that the reports of Bosnian middle 
managers of organizational practices vary substantially (see Table 4.26). The disparities 
concerning middle managers attitudes of organizational culture practices could be based on 
their age, gender, nationality, professional qualifications, or other personal factors. Some of 
these differences will be explored later on in this chapter.   
It is interesting to observe that the financial services score the highest on almost all 
cultural dimensions, except on uncertainty avoidance, power distance, and assertiveness.  On 
the other hand, food industry scores the lowest on almost all cultural dimensions, apart from 
power distance, uncertainty avoidance and future orientation. Moreover, food processing 
industry scores shows the biggest contrast compared to the overall country scores.   
Telecommunication sector scores represent the best the overall score on organizational 
culture practices for Bosnia. The three branches of industry scores almost the same on 
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assertiveness (Bosnia overall score – 4.03, financial sector – 4.02, food industry – 4.01, 
telecommunications – 4.08). From Table 4.26, it can be easily noticed that within three 
sectors of industry ranking of cultural dimensions is somewhat dissimilar. Power distance is 
perceived to rank (see Table 4.26) of the same relative significance in all analysed sectors (1st 
place), despite of industrial differences in terms of scores deviation and significance of those 
differences. Although the mean scores differ greatly, in financial sector and food processing 
services uncertainty avoidance is positioned second among nine cultural dimensions (finances 
– 4.60, food industry – 5.27), which is in consistency with overall ranking for Bosnia (rank 2, 
mean score - 4.59). On the other hand, uncertainty avoidance is ranked the 5th in the 
telecommunication services (3.64), which is an immense divergence from the other two 
industries analysed. In-group collectivism is placed the third in telecommunication services 
(3.93) and financial sector (4.44), which is equal to general ranking of cultural dimensions for 
Bosnia (2nd rank, mean score - 4.10). Though, the relative picture in food processing industry 
is quite different: in-group collectivism is ranked 5th with mean score of 3.72. In overall 
ranking of organizational culture practices for Bosnia assertiveness is positioned on the 4th 
place (mean score is 4.03), whereas sector specific ranking is slightly different regardless of 
the fact that the mean scores on assertiveness are ranging from 4.01 to 4.08.  With the mean 
result of 4.08 assertiveness is ranked second within telecommunication services, the 3rd in 
food processing industry (mean score is 4.01), whilst in financial sector is placed 5th by the 
mean score of 4.02. Financial services and telecommunication sector have the identical 
ranking on humane orientation and institutional collectivism. Humane orientation is ranked 
4th in both braches (financial sector mean – 4.16; telecommunication services mean – 3.67), 
which is lower than the ranking of overall country score (5th rank, mean score 3.76). 
Institutional collectivism is on the 7th place within telecommunications and financial services, 
which is equivalent to the country score ranking. Amongst nine organizational cultural 
212 
 
practice dimensions in food processing industry, humane orientation is on the 7th place, whilst 
institutional collectivism is graded 8th, which is fairly different from other two sectors of 
industry and overall Bosnian grading. In overall country ranking, on the 6th place is future 
orientation (3.72), which is followed by gender egalitarianism (8th rank) and performance 
orientation (9th). Food processing industry and telecommunication service ranks identically 
on performance orientation (9th) and gender egalitarianism (6th), whereas in financial sector 
performance orientation is placed 8th and gender egalitarianism is positioned 9th. From Table 
4.26 it can be noticed that there is a big gap on ranking of future orientation between three 
branches, even though the differences among the branch specific mean scores for this 
dimension are not so immense. Future orientation is ranked 6th in financial sector (mean 
4.00), 4th in food processing industry (mean 3.75), and 8th within telecommunication services 
(mean 3.41). As a final point, it can be concluded that the cultural profiles of three industries 
researched are rather divergent. This implies that culture of the organizations in Bosnia is 
influenced by the industry in which they function. Industry specific impact on organizational 
culture across these three branches researched is obvious. I found seven out of nine possible 
statistically significant differences on cultural dimensions between three sectors of industry 
(see part 5.4.3. Within country similarities and discrepancies), which proves this statement. A 
future research should focus on identifying the differentiation variables of nine cultural 
dimensions, such as company size, ownership structure, managerial styles, etc.  
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Table 4.26 Ranking of the nine organizational culture practices scores for Bosnia and 
Herzegovina  
 
Cultural Dimensions 
Overall  
score 
Financial Sector Food  
industry 
Telecommunication 
sector 
Rank Mean St. 
dev. 
Rank Mean St. 
dev. 
Rank Mean St. 
dev. 
Rank Mean St. 
dev. 
Uncertainty Avoidance 2 4.59 2.03 2 4.60 2.03 2 5.27 1.63 5 3.64 2.18 
Power Distance 1 5.49 1.53 1 4.99 1.72 1 5.92 1.13 1 5.91 1.28 
Institutional Collectivism  7 3.59 1.78 7 3.96 1.85 8 3.14 1.62 7 3.45 1.72 
In-Group Collectivism  3 4.10 1.81 3 4.44 1.76 5 3.72 1.71 3 3.93 1.90 
Gender Egalitarianism 8 3.52 1.91 9 3.67 1.72 6 3.33 1.86 6 3.50 1.91 
Assertiveness 4 4.03 1.68 5 4.02 1.72 3 4.01 1.66 2 4.08 1.76 
Future Orientation 6 3.72 1.81 6 4.00 1.73 4 3.75 1.70 8 3.41 1.87 
Performance Orientation 9 3.41 1.89 8 3.84 1.78 9 2.86 1.81 9 3.30 2.01 
Humane Orientation 5 3.76 1.71 4 4.16 1.55 7 3.23 1.75 4 3.67 1.80 
 
4.4.2 The organizational values profile of the three sectors of Bosnia and Herzegovina 
Within the three analyzed sectors of industry (overall score) in Bosnia (see Table 4.27), the 
highest scoring expectations regarding organizational culture are performance orientation 
(6.31), in-group collectivism (6.03), future orientation (5.91), and humane orientation (5.52). 
Relatively high scores are recorded in uncertainty avoidance (5.06), gender egalitarianism 
(4.97), institutional collectivism (4.96), and assertiveness (4.41). The lowest organizational 
culture value is recorded for power distance (2.90). All three industries shows big contrast 
compared to the organizational culture practices (see Table 4.26 and Table 4.27). 
Table 4.27 Ranking of the nine organizational culture value scores for Bosnia and 
Herzegovina  
 
Cultural Dimensions 
Overall  
score 
Financial Sector Food  
industry 
Telecommunication 
sector 
Rank Mean St. 
dev. 
Rank Mean St. 
dev. 
Rank Mean St. 
dev. 
Rank Mean St. 
dev. 
Uncertainty Avoidance 5 5.06 1.84 5 5.14 1.77 5 5.34 1.68 6 4.51 2.06 
Power Distance 9 2.90 1.72 9 3.06 1.81 9 2.73 1.60 9 2.80 1.67 
Institutional Collectivism  7 4.96 1.57 7 4.87 1.47 7 4.99 1.74 7 5.15 1.53 
In-Group Collectivism  2 6.03 1.41 2 5.96 1.52 2 6.02 1.39 2 6.18 1.19 
Gender Egalitarianism 6 4.97 1.45 6 4.94 1.40 6 5.01 1.41 5 4.97 1.43 
Assertiveness 8 4.41 1.78 8 4.62 1.77 8 4.33 1.81 8 4.10 1.76 
Future Orientation 3 5.91 1.21 3 5.84 1.18 3 6.01 1.26 3 5.91 1.20 
Performance Orientation 1 6.31 1.28 1 6.39 1.13 1 6.22 1.31 1 6.26 1.25 
Humane Orientation 4 5.52 1.69 4 5.45 1.73 4 5.54 1.69 4 5.64 1.62 
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The three sectors show unexpected similarity to each other. With only few 
exemptions (uncertainty avoidance, assertiveness, and power distance) the three industries 
score in a relatively narrow range (see Figure 4.18). Moreover, the ranking of cultural 
variables is almost the same in all sectors which are researched. Performance orientation (1st 
rank), in-group collectivism (2nd rank), future orientation (3rd place), humane orientation (4th 
place), institutional collectivism (7th place), assertiveness (8th rank), and power distance (last 
in the ranking order) are seen as of the same importance in all Bosnian industries observed 
(see Table 4.27). Organizational culture value scores have equalizing effects, which points 
out to the influence of Bosnian societal culture on the culture of Bosnian organizations. This 
is in accordance with the related GLOBE hypothesis and research results (see House et al., 
2004). Within the GLOBE project, societal culture is predicted to affect the cultures of the 
organizations embedded within these societies (House et al., 2004: 654). If the people from a 
given society share schemas, the organizations within that society are likely to have structures 
and cultures that reflect those schemas (House et al., 2004: 77). Project GLOBE results prove 
that there are significant effects of national systems on organizational culture practices and 
values (see House et al., 2004). Same effects emerged in my research for Bosnia, which will 
be argued later on in this chapter.  
 
4.4.3 Within country similarities and discrepancies 
 In this part, firstly, the focus is on analysis of similarities and divergences among perceptions 
and expectations of the Bosnian middle managers. Figure 4.18 illustrates comparison 
between practices and values on the level of Bosnia. From Figure 4.18 a huge gap between 
practices and values scores on six cultural dimensions can be noticed: gender egalitarianism, 
institutional collectivism, in-group collectivism, performance orientation, future orientation, 
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power distance, and humane orientation. It appears that Bosnian middle managers would like 
to lower power distance (-2.59), and to increase future orientation (+2.38), humane 
orientation (+1.76), performance orientation (+2.90), in-group collectivism (+1.93), 
institutional collectivism (+1.37), and gender egalitarianism (+1.45) in Bosnian companies. 
Furthermore, I intended to test if the differences between practices and values in Bosnian 
organizations are statistically significant. I employed paired-samples t-tests and the results 
show that in all cultural dimensions the differences are statistically significant (p < 0.01) (see 
Table 4.32). As Table 4.32 shows, the highest differences are recorded for performance 
orientation (t = -32.450, sig. = 0.000). Very high dissimilarities are also recorded for future 
orientation (t = -25.415, sig. = 0.000), power distance (t = 23.370, sig. = 0.000), and in-group 
collectivism (t = -23.014, sig. = 0.000). 
 
Figure 4.18 Comparison of organizational culture practices and values in Bosnia and 
Herzegovina 
 
  
1
2
3
4
5
6
7
Uncertainty Avoidance
Future Orientation
Power Distance
Institutional Collectivism
Humane OrientationPerformance Orientation
In-Group Collectivism
Gender Egalitarianism
Assertiveness
Practices Values
216 
 
Table 4.28 Paired-samples t-tests for the differences between practices and values 
 
Cultural dimension  
“as is” 
 
Mean 
 
t-test  
(sig. 2-tailed) 
 
Mean 
 
Cultural dimension 
“should be” 
Uncertainty Avoidance 4.59 -4.265 (0.000) 5.06 Uncertainty Avoidance 
Future Orientation 3.53 -25.415(0.000) 5.91 Future Orientation 
Power Distance 5.49 23.370(0.000) 2.90 Power Distance 
Institutional Collectivism 3.59 -13.037(0.000) 4.96 Institutional Collectivism 
Humane Orientation 3.76 -16.936(0.000) 5.52 Humane Orientation 
Performance Orientation 3.41 -32.450(0.000) 6.31 Performance Orientation 
In-Group Collectivism 4.10 -23.014(0.000) 6.03 In-Group Collectivism 
Gender Egalitarianism 3.52 -16.074(0.000) 4.97 Gender Egalitarianism 
Assertiveness 4.03 -2.773(0.006) 4.41 Assertiveness 
 
High standard deviation for all organizational culture practices points out on diverse 
perceptions of practices among Bosnian middle managers. The variations among middle 
managers could be based on diverse individual factors, like gender, professional background, 
religious affiliation, age, etc. For that reason, my next aim is to investigate how diverse social 
groups of middle level managers vary in their opinion regarding the organizational culture 
practices. ANOVA tests and independent-samples t-tests were employed to compare middle 
level manager’s opinion according to their age, gender, religion, and sector of industries they 
belong to.  On the other hand, equalizing effects are present for organizational culture values 
(similar scores and rankings between sectors). Therefore my analysis on divergences within 
Bosnia will not include organizational cultural values.  
At the beginning, I explore if there are any differences between the three sectors of 
the industries researched. I employed ANOVA test to compare middle level manager’s 
opinion regarding organizational culture practices in relation to sector of industries they 
belong to. Table 4.29 presents organizational culture practices break-down according to three 
sectors of industry. Test of sector differences (ANOVA test) indicates significant differences 
on seven out of nine cultural dimensions (see Appendix 16: ANOVA test of industrial 
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differences (organizational culture practices). Only in gender egalitarianism and assertiveness 
the differences are statistically insignificant.  
Table 4.29 Organizational culture practices according to three branches of industry 
 
 
Societal means 
Uncert-
ainty 
Avoid-
ance 
** 
Power 
Dista-
nce 
** 
Institu-
tional 
Collect
-ivism 
** 
In-
Group 
Collect
-ivism 
** 
Gender 
Egalita-
ianism 
Assert-
veness 
Future 
Orient-
ation 
** 
Perfor-
mance 
orient-
ation 
** 
Humane 
Orient-
ation 
** 
Financial sector 4.60 4.99 3.96 4.44 3.67 4.02 4.00 3.84 4.16 
Food processing 5.27 5.92 3.14 3.72 3.33 4.01 3.75 2.86 3.23 
Tellecommunicat
i-on services 
3.64 5.91 3.45 3.93 3.50 4.08 3.41 3.30 3.67 
    ** = differences are significant at the 0.01 level 
The differences on uncertainty avoidance practices are significant at the 0.01 level (F 
= 21.306, sig. = 0.000). From Table 4.29 it can be seen that the highest score belongs to food 
processing industry (5.27), while the lowest one belongs to telecommunication services 
(3.64). The mean value of the finance sector is in between the mean scores of food industry 
and telecommunication services (4.60). Standard deviation for all sectors is very high (the 
highest in telecommunication services), showing a great variety of the answers. The most 
uncertainty avoiding industry is the food processing industry, while telecommunication 
services are the most uncertainty bearing, and finance industry is in-between. The food sector 
is already organized upon specific rules, norms, rituals and organizational practices.  
Next significant difference between the three sectors of industry is recorded on power 
distance practices (F = 23.113, sig. = 0.000). The highest degree of power control is recorded 
in food processing industry (5.92) and telecommunications (5.91). The lowest score on 
organizational power distance is evidenced in financial sector (4.99). It appears that in 
financial sector power is not stratified and concentrated at higher levels of organizations. On 
the other hand, in telecommunication services and food processing industry more traditional 
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ways of managing with higher levels of power distance between the managers and 
subordinates are present.  
The differences on institutional collectivism practices (F = 9.884, sig. = 0.000) and in-
group collectivism practices (F = 12.758, sig. = 0.000) are significant at the 0.01 level. High 
standard deviation on both cultural dimensions points out on a very different opinion amongst 
Bosnian middle managers. The results on institutional collectivism are rather low for all three 
industries (under 4.00). This means that in the three sectors, the employees’ loyalty to 
organizations and groups are not encouraged enough, the reward system is not created to 
promote collectivistic behaviour, and individualism is more appreciated than the group 
cohesion. The highest score on institutional collectivism is recorded in financial sector (3.99), 
while the lowest one is in the food industry (3.14). The mean score of telecommunications is 
in-between (3.45). In-group collectivism is the strongest in financial sector (4.44), the 
weakest is in food processing industry (3.72), whereas telecommunication services is 
somewhere in the middle (3.93). Middle managers from financial sector feel pride and loyalty 
to their organizations and groups. The group cohesiveness is expected in higher extent in 
organizations from financial sector. On the other hand, in food processing industry and 
telecommunication services the level of in-group collectivism is quite low (lower than 4.00). 
Among three sectors, in the food processing industry the extent to which employees 
expresses pride, loyalty, and cohesiveness in their organizations is the lowest. 
The analysis of industrial differences also points out on significant differences on the 
following organizational culture practices: future orientation (F = 15.203, sig. = 0.000), 
performance orientation (F = 16.236, sig. = 0.000), and humane orientation (F = 17.707, sig. 
= 0.000). The differences are significant at the 0.01 level. Likewise, high standard deviation 
for all three cultural dimensions points out to diverse opinion among middle level managers. 
The scores on future orientation practices between the three sectors of industry differ greatly 
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(see Table 4.33).  Mean score on future orientation practices for financial services is 4.00, 
which is on a neutral range of the scale. Very low score on future orientation practices is 
recorded in food processing industry (2.95). Telecommunications’ mean result on planning 
for the future is also quite low (3.41) and it is in-between financial services and food industry 
mean scores. From the results, it can be perceived that planning ahead is not a rule, rather an 
exception. The meetings are not planned in advance and employees do not know what is 
expected from them. This refers mainly to food industry, where managers have to deal mainly 
with the problems of the present.  Finance industry is more oriented on planning and 
investing in the future than the other two industries; planning ahead has a more important role 
in managerial practices. Telecommunication sector is in-between.  Analysed sectors have a 
quite low orientation towards performance improvements. Bosnian middle level managers 
believe that top management from these sectors do not encourage and reward individuals to 
improve their performances and to strive for excellences. The highest score is recorded in 
financial services (3.84), the lowest in food industry (2.86), whilst telecommunications mean 
score is in the middle (3.30). Among the analyzed Bosnian sectors, financial industry tends to 
set the highest performance standards and seek to realise them. Food processing industry is 
very low oriented to performance improvements and excellences. Statistical analysis of 
industrial differences on humane orientation practices shows that finance industry tends to be 
the most humane oriented (4.16), food industry the least (3.23), and telecommunication 
services are in-between (3.67). Low mean scores on humane orientation practices in food 
sector and telecommunications indicates that the companies from these sectors do not support 
employees for being friendly, caring and kind to others. Middle managers form finances 
perceive their organisations as more oriented to people and more supporting, encouraging and 
rewarding to employees for being considerate, reasonable, kind, compassionate and friendly 
to others. 
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After exploring sector cultural differences, it is interesting to compare the results of 
the main ethnic groups (Bosniaks, Bosnian Serbs and Bosnian Croats) in Bosnia. Table 4.30 
illustrates the differences on organizational culture practices between the main ethnic groups 
in Bosnia. From Table 4.30 it can be observed that Bosnian Serbs (between the three main 
ethnic groups) tend to be the most in-group collectivistic, assertive, and humane oriented. 
Bosniaks perceive the level of power distance in Bosnian companies to be the lowest and the 
level of institutional collectivism to be the highest. Bosnian Croats are the most gender 
egalitarian, future oriented, uncertainty avoidant, and power distant. The results show 
evidently that statistically significant differences on organizational culture practices among 
three main ethnic groups in Bosnia are recorded in institutional collectivism, humane 
orientation, performance orientation, and in-group collectivism (see Appendix 17: ANOVA 
test of organizational culture practices differences between three main ethnic groups in 
Bosnia and Herzegovina). The differences on institutional collectivism (F = 2.849, sig. = 
0.037), humane orientation (F = 3.461, sig. = 0.016) and performance orientation (F = 2.675, 
sig. = 0.046) are significant at the 0.05 level, whilst the differences on in-group collectivism 
(F = 4.028, sig. = 0.007) are significant at the 0.01 level. Scores on institutional collectivism 
practices, humane orientation practices and performance orientation practices are very low for 
all three ethnic groups in Bosnia. This implies that middle level managers are opinion that in 
Bosnian enterprises collectivistic behaviour and loyalty to organisations are not encouraged, 
that companies are not oriented towards performance improvement and excellence, and not 
encouraging and rewarding individuals for being fair and kind to others. Bosniaks scores 
highest on institutional collectivism practices among three ethnic groups (3.81), Bosnian 
Croats lowest (3.10), while Bosnian Serbs are in between (3.59). Bosnian Serbs are the most 
human oriented and in-group collectivistic, Bosnian Croats are the least, whereas Bosniaks 
are in the middle. Bosniaks perceive Bosnian companies to be more oriented to improvements 
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and excellences in performances (3.57) than Bosnian Croats (3.11) and Bosnian Serbs (3.43). 
Even if the differences are not statistically significant, they are noticeable in next 
organizational practices: power distance, gender egalitarianism, assertiveness and future 
orientation. The results show that Bosnian Croats scores the highest on power distance (5.83) 
and gender egalitarianism (3.67), whereas Bosnian Serbs (power distance – 5.49, gender 
egalitarianism – 3.52) and Bosniaks (power distance –5.40, gender egalitarianism – 3.49) are 
with almost equal means on these two cultural dimensions. Regarding future orientation 
practices and assertiveness “as is”, Bosnian Croats and Bosnian Serbs results are in a narrow 
range, while Bosniaks score the lowest on both cultural dimensions. 
Table 4.30 Organizational culture practice scores of the main ethnic groups in Bosnia and 
Herzegovina 
 
 
Societal means 
Uncert-
ainty 
Avoid-
ance 
Power 
Dista-
nce 
 
Institu-
tional 
Collect-
ivism 
** 
In-
Group 
Collect
-ivism 
** 
Gender 
Egalita-
ianism 
Assert-
veness 
Future 
Orient-
ation 
 
Perfor-
mance 
orient-
ation 
** 
Humane 
Orient-
ation 
** 
Bosnia and 
Herzegovina 
(overall score)  
4.59 5.49 3.59 4.10 3.52 4.03 3.53 3.41 3.76 
Bosnian Serbs 4.62 5.49 3.59 4.21 3.52 4.13 3.61 3.43 3.92 
Bosniaks  4.51 5.40 3.81 4.15 3.49 3.83 3.40 3.57 3.75 
Bosnian Croats 4.70 5.83 3.10 3.83 3.67 4.10 3.70 3.11 3.39 
** = regional differences are significant at the 0.05 level 
 
At this point, I explore if there are any statistically significant variations amongst middle 
managers according to gender. It can be seen from Table 4.31 that female managers perceive 
Bosnian organizational culture practices as more uncertainty avoidant, institutional collectivistic, 
in-group collectivistic, gender egalitarian, and performance oriented. Bosnian male managers 
appear to be more assertive and power distant. Statistical analysis (independent samples t-test of 
organizational culture differences (practices) according to gender) points out on two significant 
differences on organizational culture practices according to gender: uncertainty avoidance (F = 
3.743, sig. = 0.024) and power distance (F = 4.259, sig. = 0.015). The differences are significant 
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at the 0.05 level. It becomes visible that female managers assess Bosnian organizational culture 
as more uncertainty avoidant (female managers - 4.84 vs. male managers -4.46), while male 
managers see it as more power distant (male managers - 5.64 vs. female managers - 5.25).  
Table 4.31 Organizational culture practices scores according to gender 
 
 
Societal means 
Uncert-
ainty 
Avoid-
ance 
** 
Power 
Dista-
nce 
** 
Institu-
tional 
Collect-
ivism 
In-
Group 
Collect
-ivism 
 
Gender 
Egalita-
ianism 
Assert-
veness 
Future 
Orient-
ation 
 
Perfor-
mance 
orient-
ation 
Humane 
Orient-
ation 
Bosnia and 
Herzegovina 
(overall score)  
4.59 5.49 3.59 4.10 3.52 4.03 3.53 3.41 3.76 
Female 4.84 5.25 3.67 4.16 3.72 3.98 3.56 3.58 3.77 
Male 4.46 5.64 3.54 4.08 3.41 4.04 3.54 3.31 3.76 
** = regional differences are significant at the 0.05 level 
 
 Another interesting comparison is amongst various age groups23 of middle level 
managers in Bosnia. Table 4.32 illustrates organizational culture practices scores based on 
Bosnian middle managers age. The analysis reveals statistically significant divergences on 
following organizational culture practices: power distance, institutional collectivism, humane 
orientation, future orientation, and in-group collectivism (Appendix 18: ANOVA test of 
organizational culture divergences (practices) based on middle managers age). The 
differences on future orientation practices (F = 3.570, sig. = 0.029) and in-group collectivism 
practices (F = 3.114, sig. = 0.045) are significant at the 0.05 level. On the other hand, 
divergences on power distance practices (F = 6.059, sig. = 0.003), institutional collectivism 
practices (F = 6.926, sig. = 0.001), and humane orientation practices (F = 11.489, sig. = 
0.000) are significant at the 0.01 level. Middle age managers perceive the level of power 
distance in Bosnian companies to be extremely high (5.76). Old managers observe the level 
of power distance to be the lowest in Bosnian organizations (5.17). The scores of young 
                                                          
23 I propose following age groups: young managers (up till 39 years old), middle age managers (from 40 to 59 
years old), and old managers (60 years and above). 
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managers on power distance practices are in-between (5.26). The results on institutional 
collectivism (young managers – 3.88, old managers – 3.83) and in-group collectivism (young 
managers – 4.26, old managers – 4.20) of young and old managers are in about the same 
range. Both, young and old managers believe that Bosnian enterprises do not support enough 
collectivistic behaviour and loyalty to organizations. Bosnian middle age managers assess 
Bosnian organizations as less institutional (3.27) and in-group collectivistic (3.93). It appears 
that old managers are the most humane oriented (4.31), middle age managers are the least 
(3.42), whereas young managers are in-between (4.06). Old managers believe that in Bosnian 
enterprises more emphasis is given to planning and investing in the future (4.75). Middle age 
managers are the least oriented to planning for the future (3.39). Scores of young managers 
on future orientation practices are close to the score of middle age managers (3.61). However, 
even not statistically significant, the differences are noticeable in uncertainty avoidance, 
assertiveness and performance orientation. Old managers think that management in Bosnian 
organizations are relying more on established rules and procedures in order to avoid 
uncertainty of the future (4.92). Young and middle age managers are more uncertainty 
bearing (young managers – 4.56, middle age managers – 4.61). Old managers tend to be more 
assertive, confrontational and aggressive in every day communications (4.63) and much more 
oriented to performance excellences and improvements (4.31). Young managers appear to be 
the least assertive (3.96), whereas middle age managers are somewhere in-between old and 
young managers (4.06). Bosnian middle age managers are the lowest performance oriented 
(3.42), while young managers are among the scores of middle age and old managers (4.06). 
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Table 4.32 Bosnian organizational culture practice scores based on age 
 
 
Societal means 
Uncert-
ainty 
Avoid-
ance 
 
Power 
Dista-
nce 
** 
Institu-
tional 
Collect
-ivism 
** 
In-
Group 
Collect
-ivism 
** 
Gender 
Egalita-
ianism 
Assert-
veness 
Future 
Orient-
ation 
** 
Perfor-
mance 
orient-
ation 
Humane 
Orient-
ation 
** 
Young  
(18-39 years) 
4.56 5.26 3.88 4.26 3.48 3.96 3.61 3.50 4.06 
Middle age  
(40-59 years) 
4.61 5.75 3.27 3.93 3.57 4.06 3.39 3.30 3.42 
Old  
(60and  > years) 
4.92 5.17 3.83 4.20 3.58 4.63 4.75 3.69 4.31 
    ** = differences are significant at the 0.05 level 
 
 
4.4.4 Correlations between organizational culture and analysed social groups, and 
organizational culture and societal culture  
In this part I explore inter-correlations between organizational culture (practices and values) 
and analyzed social groups (age, gender, nationality, and sector), as well as relations between 
Bosnian organizational culture (practices and values) and societal culture (practices and 
values) of Bosnia.  
 A synthesis of the correlations involving organizational culture practices and 
researched social groups is exhibited in Table 4.33. From the results it can be observed that 
twenty one (out of thirty six) correlation coefficients between organizational culture practices 
and four social groups are statistically significant, which leads to a conclusion that the 
different aspects (age, gender, nationality, and sector) from which I analyse Bosnian middle 
managers influence the way how managers assess existing organizational culture in Bosnia. 
Statistically significant differences between Bosnian cultural practices and social groups are 
significant at the 0.01 or 0.05 level.  Even though there are numerous correlations between 
organizational culture practices and social groups, general observation is the absent of strong 
correlations. Where the significant correlations are present, they are very weak (Pearson 
correlations are lower than 0.40). Namely, the strongest correlations are recorded between 
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age of respondents and institutional collectivism (r = 0.266, p < 0.01); amid age of 
respondents and humane orientation (r = 0.234, p < 0.01); amongst gender and in-group 
collectivism (r = -0.227, p < 0.05); and between gender and gender egalitarianism (r = -0.203, 
p < 0.05). Even though strongest, these correlations are quite weak, since Pearson coefficient 
is under 0.40. Next significant correlations are registered between the sector of industry and 
gender egalitarianism (r = 0.186, p < 0.05); amid sector of industry and in-group collectivism 
(r = 0.175, p < 0.01); amongst sector of industry and uncertainty avoidance (r = 0.148, p < 
0.05); between sector of industry and power distance (r = 0.147, p < 0.01); between 
nationality (religious affiliation) and in-group collectivism (r = 0.142, p < 0.05); and amongst 
gender and humane orientation (r = -0.140, p < 0.05). Furthermore, weak relations are 
recorded between all other organizational culture practices and researched social groups of 
Bosnian middle level managers (see Table 4.33 for more details).  The strongest influence on 
organizational culture practices has sector of industry in which managers are employed (eight 
significant relationships out of nine possible), what could be logically expected (see Table 
4.33). Sector of industry has no significant correlation only with one organizational culture 
dimension - assertiveness. The most influenced cultural dimensions are in-group collectivism 
and gender egalitarianism. Both dimensions are significantly correlated with all four social 
groups analysed. mmmmmmmmmmmmmmmmmmmmmmmmmmmmmmmmmmmmmmm
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Table 4.33 Correlations between organizational culture dimensions (practices) and social 
groups 
 Nationality 
 
Age 
 
Sector 
 
Gender 
 
Uncertainty Avoidance  .126* -0.58 .148* 
 
-.063 
 
Future Orientation  .107* -0.51 
 
.139* 
 
-.070 
 
Power Distance  
 
.109* -0.56 
 
.147** 
 
-.061 
 
Institutional Collectivism  -.005 
 
.266** 
 
.113* 
 
-.118* 
 
Humane Orientation  -.058 
 
.234** .101* 
 
-.140* 
 
Performance Orientation  -.073 
 
-.035 
 
-.147* 
 
.062 
 
In-Group Collectivism   .142* 
 
.101* 
 
.175** -.227* 
 
Assertiveness 
 
-.011 
 
.043 
 
.016 
 
-.009 
 
Gender Egalitarianism  .133* 
 
.105* 
 
.186* -.203* 
 
 Note: ** = Correlation is significant at the 0.01 level (2-tailed); * = Correlation is significant at the 0.05 level 
(2- tailed) 
 
It can be perceived from Table 4.34 that only six (out of fifty four) correlation 
coefficients between organizational culture values and societal groups are statistically 
significant at the 0.01 or 0.05 level. General remark is the lack of significant correlations 
amongst organizational culture values and societal groups (age, gender, nationality, and 
sector of industry). Moreover, where the significant correlations are present they are quite 
weak (Pearson coefficient is lower than 0.40). The strongest correlation is recorded between 
sector of industry and assertiveness (r = -0.118, p < 0.01). Even though this relation is the 
strongest one, still it is very low. Next comes correlations among age of respondents and 
institutional collectivism (r = -0.109, p < 0.01), and sector of industry and uncertainty 
avoidance (r = -0.109, p < 0.05). After that are correlations between gender and assertiveness 
(r = 0.102, p < 0.05), age of Bosnian middle managers and assertiveness (r = 0.097, p < 0.05), 
and gender and performance orientation (r = 0.090, p < 0.05).  
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Table 4.34 Correlations between organizational culture dimensions (values) and social 
groups 
 Nationality 
 
Age 
 
Sector 
 
Gender 
 
Uncertainty Avoidance  -.016 
 
.025 
 
-.109** 
 
.064 
 
Future Orientation  .004 
 
.020 
 
.032 
 
-.038 
 
Power Distance  
 
-.032 
 
-.021 
 
-.070 
 
-.060 
 
Institutional Collectivism  -.001 
 
-.109* 
 
.071 
 
-.31 
 
Humane Orientation  -.005 
 
-.009 
 
.042 
 
-.011 
 
Performance Orientation  -.021 
 
-.059 
 
-048 
 
.090* 
 
In-Group Collectivism  .007 
 
-.058 
 
.012 
 
.021 
 
Gender Egalitarianism  -.013 
 
.077 
 
.013 
 
-.001 
 
Assertiveness 
 
-.002 
 
.097* 
 
-.118** 
 
.102* 
 
Note: ** = Correlation is significant at the 0.01 level (2-tailed); * = Correlation is significant at the 0.05 level 
(2- tailed) 
 
At this point, I will investigate the relationships between organizational practices and 
values and societal practices and values with respect to each nine cultural dimension. Table 
4.35 illustrates correlations between Bosnian organizational culture practices and Bosnian 
societal culture practices. The analysis points out to 48 (out of 83 possible) statistically 
significant correlations amongst Bosnian organizational culture practices and Bosnian 
societal culture practices. The differences are significant at the 0.01 or 0.05 level. General 
remark is that significant differences are mainly moderate or quite low. The strongest 
association is confirmed between gender egalitarianism (organizational culture practices) and 
institutional collectivism (societal culture practices) (r = -0.251, p < 0.01). Although, the 
strongest, this correlation is fairly modest. The nearby correlations are recorded between 
future orientation (organizational practices) and uncertainty avoidance (societal culture 
practices) (r = -0.239, p < 0.01) organizational gender egalitarianism practices and two 
societal culture practices – in-group collectivism (r = -0.211, p < 0.05) and power distance (r 
= 0.203, p < 0.05). Organizational uncertainty avoidance practices are significantly correlated 
228 
 
with seven dimensions of societal culture, whereas organizational gender egalitarianism 
practices, organizational power distance practices and organizational performance orientation 
practices are correlated at a significant level with six societal culture dimensions. These are 
the four organizational culture dimensions (practices) with the most significant correlations 
with societal culture dimensions (practices). Uncertainty avoidance (organizational culture 
practices) is not significantly correlated only with two societal culture practices: future 
orientation and in-group collectivism. Organizational gender egalitarianism practices are 
correlated at a significant level with the societal culture practice scores of gender 
egalitarianism (r = 0.184, p < 0.01), institutional collectivism (r = -0.251, p < 0.01), humane 
orientation (r = 0.096, p < 0.05), performance orientation (r = 0.194, p < 0.05), in-group 
collectivism (r = 0.211, p < 0.05), and power distance (r = 0.203, p < 0.05). Performance 
orientation (organizational culture practices) shows linear dependency with the societal 
practice scores of future orientation (r = 0.093, p < 0.05), gender egalitarianism (r = -0.117, p 
< 0.01), institutional collectivism (r = -0.151, p < 0.05), performance orientation (r = 0.130, p 
< 0.05), in-group collectivism (r = -0.116, p < 0.05), and power distance (r = 0.128, p < 0.05). 
Organizational power distance practices are significantly correlated with the next societal 
culture practices: future orientation (r = -0.089, p < 0.05), gender egalitarianism (r = 0.109, p 
< 0.05), performance orientation (r = 0.162, p < 0.01), in-group collectivism (r = 0.102, p < 
0.01), assertiveness (r = -0.120, p < 0.01), and power distance (r = 0.113, p < 0.01). 
Assertiveness is an organizational cultural practice that is correlated with the least number of 
national cultural practices. Organizational assertiveness practices are significantly correlated 
only with society institutional collectivism practices and national humane orientation 
practices. With respect to societal culture dimensions, the one with the most statistically 
significant correlations with organizational culture dimensions are power distance and 
humane orientation. Societal gender egalitarianism practice is insignificantly correlated only 
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with organizational humane orientation practices and organizational assertiveness practices, 
whereas national humane orientation practice is not significantly correlated only with power 
distance (organizational culture practice) and performance orientation (organizational culture 
practice). For more information on correlations between organizational culture practices and 
societal culture practices please see Table 4.35. 
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Table 4.35 The relationship between organizational practices and societal practices with respect to each cultural dimension 
Note: ** = Correlation is significant at the 0.01 level (2-tailed); * = Correlation is significant at the 0.05 level (2- tailed) 
 
  
 Societal culture (Practices) 
 
Organizational culture 
(Practices) 
 
Uncertainty 
Avoidance  
 
Future 
Orientation  
Power Distance  
 
Institutional 
Collectivism  
Humane 
Orientation 
Performance 
Orientation 
In-Group 
Collectivism 
Gender 
Egalitarianism 
Assertiveness 
Uncertainty Avoidance  
 
-.194* 
 
-.011 
 
.165* 
 
-.131* 
 
.124* 
 
.092* 
 
-.031 
 
-.196* 
 
-.086* 
 
Future Orientation  -.239** 
 
.297* 
 
.184* 
 
-.099* 
 
.095* 
 
.015 
 
-.058 
 
-.147* 
 
-.004 
 
Power Distance  
 
-.051 
 
-.089* 
 
.113* 
 
-.075 
 
-.034 
 
.162** 
 
.102* 
 
.109* 
 
-.120* 
 
Institutional Collectivism  .103* 
 
.035 
 
.150* 
 
.298* 
 
.143* 
 
.108* 
 
.008 
 
-.069 
 
.060 
 
Humane Orientation  -.194* 
 
-.008 
 
-.044 
 
-.024 
 
.137* 
 
-.015 
 
.045 
 
.090* 
 
.110* 
 
Performance Orientation  -.064 
 
.093* 
 
.128** 
 
-.151* 
 
.063 
 
.130* 
 
-.116* 
 
-.117** 
 
-.079 
 
In-Group Collectivism  -.027 
 
.050 
 
-.113* 
 
.126* 
 
.091* 
 
.042 
 
.135* 
 
.059 
 
.023 
 
Gender Egalitarianism  .090 
 
-.008 
 
.203* 
 
-.251** 
 
.096* 
 
.194* 
 
.211* 
 
.203** 
 
-.039 
 
Assertiveness .014 
 
.010 
 
.076 
 
-.114* 
 
.138* 
 
-.006 
 
.011 
 
-.015 
 
.351** 
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Table 4.36 The correlations between organizational values and societal values with respect to each cultural dimension 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Note: ** = Correlation is significant at the 0.01 level (2-tailed); * = Correlation is significant at the 0.05 level (2- tailed) 
 
 Societal culture (Values)  
 
Organizational culture 
(Values) 
Uncertainty 
Avoidance  
 
Future 
Orientation  
Power 
Distance  
 
Institutional 
Collectivism  
Humane 
Orientation 
Performance 
Orientation 
In-Group 
Collectivism 
Gender 
Egalitarianism 
Assertiveness 
Uncertainty Avoidance  
 
.091 
 
-.031 
 
-.006 
 
.012 
 
.007 
 
-.134* 
 
.058 
 
-.028 
 
.112* 
 
Future Orientation  .014 
 
.089 
 
-.115* 
 
-.011 
 
.139* 
 
-.006 
 
.011 
 
.076 
 
-.072 
 
Power Distance  
 
.132* 
 
-.084 
 
.045* 
 
-.037 
 
.036 
 
-.027 
 
.002 
 
-.118* 
 
.071 
 
Institutional Collectivism  -.065 
 
-.125* 
 
.018 
 
.094 
 
-.081 
 
.054 
 
.014 
 
-.001 
 
-.059 
 
Humane Orientation  -.034 
 
.003 
 
.010 
 
.038 
 
.102 
 
-.059 
 
-.031 
 
.108* 
 
.084 
 
Performance Orientation  -.123* 
 
.127* 
 
-.045 
 
.137* 
 
.184* 
 
.121* 
 
.114* 
 
-.138** 
 
.074 
 
In-Group Collectivism  -.040 
 
.010 
 
-.008 
 
-.094* 
 
-.045 
 
-.056 
 
.099 
 
-.102* 
 
.015 
 
Gender Egalitarianism  .011 
 
-.046 
 
.009 
 
.035 
 
-.191* 
 
-.028 
 
-.078 
 
.236* 
 
-.193* 
 
Assertiveness -.031 
 
.022 
 
.003 
 
-.006 
 
-.002 
 
-.042 
 
.016 
 
.034 
 
-.106* 
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Table 4.36 recapitulates the correlations between organizational values and societal 
values with respect to each cultural dimension. The results highlight various significant 
correlations between Bosnian organizational culture values and Bosnian societal culture 
values (to be more precise, 22 significant correlations out of 91 possible). The differences are 
significant at the 0.01 or 0.05 level (see Table 4.36). The dominant note is the lack of highly 
significant correlations. The strongest correlation is within the moderate range of Person 
coefficient – correlation between organizational gender egalitarianism values and society 
gender egalitarianism values (r = 0.236, p < 0.05). The nearby correlations are amongst 
organizational gender egalitarianism values and societal assertiveness values (r = 0.193, p < 
0.05); gender egalitarianism (organizational culture values) and humane orientation (societal 
culture values) (r = 0.191, p < 0.05); performance orientation (organizational culture values) 
and humane orientation (societal culture values)  (r = 0.184, p < 0.05); and future orientation 
(organizational culture values) and humane orientation (societal culture values) (r = 0.139, p < 
0.05). Amongst the organizational culture dimensions (values), performance orientation is the 
cultural dimensions with the most significant correlations with societal culture values. 
Organizational performance orientation values are correlated at a statistically significant level 
with the societal values scores of uncertainty avoidance (r = -0.123, p < 0.05), future 
orientation (r = 0.127, p < 0.05); institutional collectivism (r = -0.137, p < 0.05); humane 
orientation (r = 0.184, p < 0.05); performance orientation (r = 0.121, p < 0.05); in-group 
collectivism (r = 0.114, p < 0.05); gender egalitarianism (r = 0.138, p < 0.05). On the other 
hand, with respect to the societal culture dimensions (values), gender egalitarianism is the one 
with numerous significant correlations with organizational culture dimensions (values). 
Society gender egalitarianism values are significantly correlated with following organizational 
values: power distance (r = 0.118, p < 0.05), humane orientation (r = 0.108, p < 0.05), 
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performance orientation (r = -0.138, p < 0.01), in-group collectivism (r = -0.102, p < 0.05), 
and gender egalitarianism (r = 0.236, p < 0.05). For more information on correlations between 
organizational culture practices and societal culture practices please see Table 4.36. 
 
4.4.5 Comparison of Bosnian organizational culture to the world data 
In previous parts, I have discussed the findings on organizational culture practices and values 
for Bosnia. In this section I compare Bosnian data to the world average. However, in certain 
chapters there are no available data for organizational culture practices and values. In this case 
the data will be indicated as “n.a.” in table. Since the data of the world averages are not 
available for uncertainty avoidance, gender egalitarianism, and performance orientation, I will 
exclude these three cultural dimensions from the analysis.  
 Table 4.37 presents summary of the findings on organizational culture (practices and 
values) for Bosnia and world averages. In general, it can be observed from Table 4.37 that 
Bosnia (overall score and each industry individually) scores lower than the world average on 
almost all organizational practices, except in power distance. Comparing with the world 
average of three industries, Bosnian score is 1.08 points lower on future orientation practices, 
and 0.07 points on organizational assertiveness practices. In three industries the level of 
organizational culture practices scores are lower than the world average for each industry 
(except for power distance). The biggest practice scores differences (on almost all cultural 
dimensions, except for assertiveness, where highest score divergence is recorded between the 
Bosnian financial services and the world average for finances) are recorded between the 
Bosnian food industry and world averages for the food industry. The degree of existing power 
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distance in Bosnia (each branch of industry independently and overall score) is much higher 
than the world averages. Regarding organizational values, Bosnian scores (overall Bosnian 
score and each sector of industry independently) are higher than the world average in future 
orientation, humane orientation, in-group collectivism, and assertiveness. Furthermore, 
Bosnian value scores are lower in power distance and almost in the same range as world 
average in institutional collectivism. 
Table 4.37 Organizational culture practices and values: Bosnian data compared to world 
 
 
Cultural Dimension 
Bosnia and Herzegovina 
 
World 
Mean 
(“As Is”) 
Mean 
(“Should Be”) 
Mean 
(“As Is”) 
Mean 
(“Should Be”) 
Future Orientation 
All industries 3.53 5.91 4.61 5.66 
Finance services 4.00 5.84 4.60 5.63 
Food industry 2.95 6.02 4.73 5.73 
Telecommunication 3.41 5.91 4.39 5.61 
Power Distance 
All industries 5.49 2.90 4.01 3.56 
Finance services 4.99 3.06 4.03 3.60 
Food industry 5.92 2.73 3.88 3.58 
Telecommunication 5.91 2.80 4.21 3.43 
Institutional Collectivism 
All industries 3.59 4.96 n.a. n.a. 
Finance services 3.96 4.87 4.18 4.85 
Food industry 3.14 4.99 4.31 5.00 
Telecommunication 3.45 5.15 4.25 5.04 
Humane Orientation 
All industries 3.76 5.52 n.a. n.a. 
Finance services 4.16 5.45 4.45 4.97 
Food industry 3.23 5.54 4.52 4.99 
Telecommunication 3.67 5.64 4.51 5.00 
In-Group Collectivism 
All industries 4.10 6.03 n.a. n.a. 
Finance services 4.44 5.96 4.64 5.06 
Food industry 3.72 6.02 4.79 5.52 
Telecommunication 3.93 6.18 4.62 5.58 
Assertiveness 
All industries 4.03 4.41 4.11 3.96 
Finance services 4.02 4.62 n.a. n.a. 
Food industry 4.01 4.33 n.a. n.a. 
Telecommunication 4.08 4.10 n.a. n.a. 
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4.5 Leadership 
In this section, the quantitative and qualitative findings on leadership are integrated using 
triangulation proposed by Denzin (1989). The Subchapter begins with the discussion of 
characteristics of leaders and prototypes of outstanding leadership. Next, the discussion 
continues with preferred leadership behaviours in Bosnia. Later on, I explore similarities and 
dissimilarities on leadership expectations within Bosnian society and organizations in Bosnia. 
Taking into consideration similar geographic position, similar climate zones, political 
circumstances (socialistic dominance over many years), mass migrations, religious and 
linguistic genesis, and similar cultural and historical heritage, I can presume that Bosnia will 
show similarity to the countries in Eastern Europe Cluster24 and to Slovenia. For that reason, 
later on in this chapter I am contrasting leadership profile of Bosnia to the world mean, 
Eastern Europe Cluster, and Slovenia. In addition, I am going to compare scores of Bosnia 
with the Germany (Former East) and Germany (Former West), since this Ph.D. is carried out 
in Germany. The source of world, cluster and societies data is always the relevant chapter of 
the two GLOBE monographs (House et al., 2004, Chhokar, et al., 2007).  
 
4.5.1 Expected characteristics of a leader in Bosnia and Herzegovina  
Without going into deeper analysis, Appendix 19 recapitulates 112 leadership attributes for 
Bosnia (see Appendix 19: Single leadership attributes for Bosnia and Herzegovina), whereas 
                                                          
24 The Eastern Europe Cluster consists of Albania, Georgia, Greece, Hungary, Kazakhstan, Poland, Russia, and 
Slovenia. 
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Table 4.38 goes over the main points of first order leadership factors for Bosnia (quantitative 
data). On the other hand, Table 4.39 sums up the main findings obtained from the interviews.  
Quantitative data show that the most valued expected first order leadership factors in 
Bosnia (overall score higher than 6.00) are: visionary (6.46), administratively competent 
(6.44), inspirational (6.42), benevolent (6.36), decisive (6.35), team integrator (6.25), and 
holding integrity (6.10). According to Bosnian middle managers, it is important for leader to 
be self-sacrificial (5.86), collaborative (5.85), and performance oriented (5.84). Next group of 
first order leadership factors appears to be of less importance for outstanding leadership in 
Bosnian society (national mean is between 4.50 and 5.50): participative (5.44), modest (5.23), 
diplomatic (5.21), status conscious (4.76), humane oriented (4.60), procedural (4.57), and 
conflict inducer (4.54). Being autonomous (4.29) and non-autocratic (4.10) is somewhat 
neutrally evaluated by Bosnian middle managers. On the other hand, being face-saver (3.57) 
and self-centred (2.01) is seen as an obstacle of outstanding leadership in Bosnian society. 
Mainly, these findings were supported by the follow-up in-depth ethnographic interviews. 
Within this part I only portray those factors that score above 6.00 in the questionnaire-based 
data, which are integrated and enriched with the qualitative findings. 
Visionary is the feature scoring highest in the questionnaire data. In similar fashion, 
interviewees included vision into their definitions of outstanding leadership:  
“These individuals were successful, above all well-educated and visionaries (…) To 
sum up, to be a visionary, a person need to be able to predict well, and to be able to react 
appropriately to what is coming. (...) The most important is to predict well and to be a good 
estimator.” (61 years old, male, Bosnian Serb, Orthodox) 
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“Successful leadership firstly means achieving goals, both personal and group goals. 
(...) to be able to communicate, to have a vision, to be prepared to work in a team, to be 
determined, to be willing to take a risk.”  (32 years old, female, Bosnian Serb, Orthodox)  
“An outstanding leader needs to have characteristic that makes him different from 
others – clear goals, vision and charisma.” (33 years old, male, Bosnian Serb, Orthodox) 
  “They are, above all, brave, ready to take risk to accomplish set goals, they have a 
vision for implementation of specific tasks, they set clear goals (...) They do not hesitate when 
it comes to actions related to success.” (29 years old, male, Bosnian Serb, Orthodox) 
Interviewees depicted vision as something individuals either have or do not have. 
Interestingly is to observe that none of the examples of successful leaders portrayed by 
interviewees was characterized as visionary (see Table 4.39).  
Visionary thinking is found to be one of the most significant components of effective 
leadership in Bosnia. This expectation diverges with the focus on present and resolving 
problems on a daily basis, but it corresponds to the future orientation cultural values. 
Furthermore, only some of the Bosnian leader fit to this ideal, due to the individual grounds or 
restraints created by the social environment.  
 Administratively competent is another highly favoured leader attribute in the 
questionnaire findings. Bosnian middle managers expect a successful Bosnian leader to be 
able to plan, organize, coordinated and control work of group of individuals. The same line of 
thought was followed during interviews when talking about characteristics an effective leader 
should possess: 
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“Successful leader has also to be a good coordinator.” (61 years old, male, Bosnian 
Serb, Orthodox) 
 “Leader is a person that is setting goals continuously, and who is analytically 
developing methods to achieve set goals.” (29 years old, male, Bosnian Serb, Orthodox) 
“One should be able to coordinate with co-workers and available resources.” (32 
years old, female, Bosnian Serb, Orthodox)  
“Successful leadership stands for achieving set goals by coordinating all available 
resources.” (50 years old, female, Bosnian Serb, Orthodox) 
A number of interviewees correlated ineffective leadership with the absence of the 
ability of being organized and methodological in work:  
  “I relate ineffective leadership with no plans, absence of clear goals, vision and 
mission, spontaneous, unplanned work, lack of a schedule in everyday work, absence of the 
company goals, no desire for success, business is reduced to dealing with current events and 
not developing plans.” (35 years old, male, Bosnian Serb, Orthodox) 
 “Leader is ineffective when he doesn’t tend to work in a team, if the person is not 
able to coordinate with people, when he is not capable to make an estimation, to motivate, to 
reward when it is necessary, but also to punish when necessary, not able to direct the people, 
not able to handover part of his responsibilities to others.” (32 years old, female, Bosnian 
Serb, Orthodox) 
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“Ineffective leaders, first of all, don’t know how to utilize his co-workers (followers), 
do not know how to use available resources, they use force to secure his position.” (48 years 
old, male, Bosnian Croat, Catholic) 
Inspirational is another feature for which accordance between the quantitative and 
qualitative data was discovered. Being enthusiastic, positive, encouraging, motivational, 
confidence builder and dynamic is perceived as highly important for outstanding leadership in 
Bosnia. Very often, interviewees who believe that being inspirational is a valuable asset for a 
leader to be successful have correlated being inspirational with being charismatic or having 
“that something other people do not have”: 
“A leader should have everything that a competent manager has and beside that to 
have that something the rest of the world do not have - a personal charisma.” (48 years old, 
male, Bosnian Croat, Catholic) 
Benevolent is the 4th factor scoring highest in the questionnaire-based data. This 
feature goes hand in hand with holding integrity, another highly favourable leader attribute 
(rank 7th). These features are strongly supported by interviewers as being significant for 
successful leadership. Repeatedly, being righteous, responsible, honest and trustworthy person 
whom people can trust under any circumstances was stated as a crucial feature of successful 
leadership in Bosnia. However, interviewees could not name leaders in Bosnian business and 
politics, which embody personality, benevolence and integrity. Absence of these 
characteristics was condemned as ineffective:  
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“If a person is not able to achieve good results in a legitimate and normal way, (...) 
and which are not based on ones abilities and expertise (...) when a person is using a short 
way to success.” (61 years old, male, Bosnian Serb, Orthodox) 
Table 4.38 First order leadership factors in Bosnia and Herzegovina (N = 158) 
First order leadership factors 
 
Rank Mean St. Deviation 
Charismatic 1: Visionary 1 6.46 0.893 
Charismatic 2: Inspirational 3 6.42 0.804 
Charismatic 3: Self-Sacrifice 8 5.86 1.471 
Integrity 7 6.10 1.133 
Decisive 5 6.35 0.965 
Performance- Oriented 10 5.84 1.094 
Team 1: Collaborative Team Oriented 9 5.85 1.242 
Team 2 : Team Integrator 6 6.25 1.218 
Diplomatic 13 5.21 1.216 
Benevolent (reverse scored) – Malevolent: 1.64 4 6.36 1.235 
Administratively competent 2 6.44 0.864 
Self- centred 21 2.01 1.210 
Status conscious 14 4.76 1.528 
Conflict inducer 17 4.54 1.852 
Face-saver 20 3.57 1.861 
Procedural 16 4.57 1.685 
Non-autocratic (reverse scored) – Autocratic: 3.90 19 4.10 2.086 
Participative (reverse scored) – Non-participative: 2.56 11 5.44 1.602 
Modesty 12 5.23 1.485 
Humane oriented 15 4.60 1.590 
Autonomous 18 4.29 2.066 
 
 Decisive (6.35) is the next feature highly favoured by Bosnian middle managers. 
However, the interviewees did not clearly labelled decisiveness as prerequisite for outstanding 
leadership in Bosnia. Still, their exemplars suggest that the characteristic is needed and that 
real-life cases also exist:  
“Domineering, determination, and persistence in achieving goals are some of the 
features outstanding leaders should have.” (50 years old, female, Bosnian Serb, Orthodox) 
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“Before all, a leader needs to be very convincing for the people to follow him.” (49 
years old, male, Bosnian Croat, Catholic) 
Table 4.39 Interview-based findings on outstanding leadership in Bosnia and Herzegovina 
Behaviour or characteristic that contributes  
greatly to outstanding leadership 
Examples of successful leaders  
 Hard-working  
 Well-educated 
 Righteous and responsible person  
 Honesty 
 Vision  
 Charisma 
 Dedication to work 
 Apprehensive 
 Initiative 
 Ability to communicate 
 To be able to delegate tasks and to work in a 
team 
 Team player 
 To have organizational skills 
 To motive followers 
 To give ideas and to receive ideas from others 
 To be courageous 
 Ready to take the risk 
 To have an authority  
 To continuously improve himself/herself 
 etc. 
 Josip Broz Tito, the president of the Socialist 
Federal Republic of Yugoslavia 
 
 Milorad Dodik, the president of the 
Republika Srpska 
 
 Mladen Ivanić, the president of the Party of 
Democratic Progress 
 
 Ante Marković, the last Prime minister of the 
Socialist Federal Republic of Yugoslavia 
 
 Members of the dynasty Kotromanjić  
 
 Team integrator is the last feature that scores above 6.00 in quantitative data. This 
feature (and team-oriented leadership in general) received the most support from the 
interviewees. In order to be effective, Bosnian leaders should give priority to efficient team 
development and implementing collective purposes between team members, to involve others 
in developing and implementing decisions, communicative, well-informed, easily understood, 
and good coordinators. Some of the examples from the in-depth ethnographic interviews are: 
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“Primarily, I think that if a person desires to be successful must be ready to work in a 
team, because team work is precondition for every success. One must take initiative, to give 
ideas and to receive ideas from others. “(53 years old, male, Bosnian Serb, Orthodox)  
“Leader is ineffective when he does not tend to work in a team, if the person is not 
able to coordinate with people, when he is not capable to make an estimation, to motivate, to 
reward when it is necessary, but also to punish when necessary, not able to direct the people, 
not able to handover part of his responsibilities to others.” (32 years old, female, Bosnian 
Serb, Orthodox) 
 
4.5.2 Preferred leadership behaviours 
After the exploration of characteristics of an effective Bosnian business leader, the follow-up 
analysis concerns the questions: How would be effective leadership styles in Bosnia 
described? How are decisions made in Bosnia?  
 Table 4.39 recapitulates second order leadership dimensions for Bosnia 
(questionnaire-based data). Charismatic/value based (5.85), team oriented (5.76) and 
participative (5.37) leadership dimensions are accounted to be the most significant dimensions 
for effective leadership. Humane-oriented leadership (4.85) is also viewed positively, but not 
as important as the first three leadership dimensions. Autonomous leadership (4.29) is seen in 
a neutral to somewhat positive way, whereas self-protective leadership (3.40) is viewed as 
negative.  
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Table 4.40 Second order leadership dimensions in Bosnia and Herzegovina (N = 158)  
Second order leadership dimensions 
 
Rank Mean St. Deviation 
Charismatic/Value – Based 1 5.85 0.306 
Team – Oriented 2 5.76 0.302 
Self – Protective 6 3.40 0.438 
Participative 3 5.37 0.665 
Humane – Oriented 4 4.85 0.743 
Autonomous 5 4.29 2.066 
 
The interviewees talked about divergent leadership styles they favoured and also 
implemented. Among them were team-oriented, participative, charismatic, and humane-
oriented leadership styles. On the other hand, interviewees mainly rated autocratic and self-
centred styles as negative. Some of the definitions provided by interviewees are (see also 
Appendices 5-15):  
“An outstanding leader is an individual who is able to predict and to take actions, and 
not to be trapped in the past, should not retell what occurred in the past and what should be 
done. What happened in the past should be left to historians. (...) a person needs to be 
visionary, (…) to be able to predict well, and to be able to react appropriately to what is 
coming. (...) The most important is to predict well and to be a good estimator.” (61 years old, 
male, Bosnian Serb, Orthodox) 
“Successful leadership firstly means achieving goals, both personal and group goals. 
One should be able to coordinate properly co-workers and available resources (...) to be able 
to communicate, to have a vision, to be prepared to work in a team, to be determined, to be 
willing to take risk.” (32 years old, female, Bosnian Serb, Orthodox) 
“Primarily, I think that if a person desires to be successful must be ready to work in a 
team, because team work is precondition for every success. One must take initiative, to give 
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ideas and to receive ideas from others, so good ideas could be seen and used (...) A leader 
should not be a slave to his function. Every smart idea from anyone should be reconsidered 
and not to be rejected automatically. (...) Team work nowadays is a precondition of every 
success. Alone nobody cannot do anything anymore. (53 years old, male, Bosnian Serb, 
Orthodox)” 
“My understanding of effective leadership is connected with the concrete and positive 
results. A road to reach success is full of hard work, good ideas and clear goals. This all has 
to be supported by a good team, a good business scheme. Good climate (atmosphere) within 
the country, good people, good co-workers, the possibility to make different choices, etc. (...) 
Furthermore, one needs to have necessary knowledge (…) a good business plan. (…) Strong 
results and good image are the qualities of a successful leader.” (35 years old, male, Bosnian 
Serb, Orthodox)” 
Charismatic leadership logically appears from a high power distance practices, even 
though it diverges with the focus on present and resolving problems on a daily basis (however 
it corresponds to the future orientation cultural values). Moreover, future orientation, as a 
favoured leadership feature connects to desired future orientation, although contrasting 
existing cultural practices. There is also a strong expectation of Bosnian managers towards 
participative leadership style. It could be said that participation has certain historical roots on 
Bosnian territory. Huge consultative entities merged with paternalistic leadership behaviours 
(enquiring about the viewpoints of others) have been a prevailing model in status aware 
Bosnian society. Humane-oriented and autonomous leadership styles have moderately 
average results signifying a minor positive influence. Self-protective leadership style is 
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perceived as negative by Bosnian managers since this is the distinguished model of the 
traditional leadership of the previous decades.  
When asked to name a well-known public individuals who embody outstanding 
leadership, interviewees expressed that is not easy to find the examples of true leaders in 
contemporary Bosnian society. People in positions of power are influenced by current 
political and religious circumstances in the country. The process of selection for job and 
political positions in many cases is based primarily on political suitability, connections and 
power.  Politics, religion, influence, power, and money play key roles in almost all spheres of 
Bosnian society. For that reason, interviewees stressed that politics and business should be 
apart. For example, some of the interviewees stated: 
“During the 90’s I appreciated former prime minister Ante Marković, because it 
seemed to me that he had low interest for politics and far higher interest in economy, what he 
certainly proved (...) And today, as it appears to me like during the whole period from the 
World War II, in Bosnia and Herzegovina politics have been having priority over economy. 
And these are our biggest problems. If we can somehow change the situation and give the 
precedence to economy over politics, everything would be in some way better. Today is not 
possible to be on a high position if you are not a member of a party in power (...) No longer 
are personal capabilities and qualifications appreciated, but loyalty to political parties (...) 
This is the core of our problems in the present, past, and it seems to me it will be in the future 
as well. (53 years old, male, Bosnian Serb, Orthodox)”    
“On the area of Bosnia and Herzegovina is hard to find successful leader or a person 
that could be extricated as an example. This is because politics is ‘pulling all the strings’. (61 
years old, male, Bosnian Serb, Orthodox)” 
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Nevertheless, the interviewees mentioned a range of examples of outstanding 
leadership in Bosnia. On the other hand, two participants stated that there is no person in 
Bosnia who can be characterize as an example of an outstanding leader. The most highlighted 
Bosnian leaders were Josip Broz Tito, the president of the Socialist Federal Republic of 
Yugoslavia, Milorad Dodik, the president of the Republika Srpska, and Mladen Ivanić, the 
president of the Party of Democratic Progress. Furthermore, Ante Marković, the last Prime 
minister of the Socialist Federal Republic of Yugoslavia, members of the dynasty 
Kotromanjić (Ban Kulin mainly), and number of Bosnian entrepreneurs were mentioned as 
examples of outstanding leadership. 
 
4.5.3 Within country differences and similarities  
The low standard deviation for visionary, inspirational, decisive and administratively 
competent leadership (standard deviation lower than 1.00) shows relatively high homogeneity 
of the answers (see Appendix 20: Descriptive statistics for first order leadership factors), 
meaning that Bosnian middle managers mainly agree that these four variables greatly 
contribute to outstanding leadership. Relatively high to high standard deviation recorded for 
numerous first order leadership factors points out to substantially divergent reports of Bosnian 
middle managers on these variables, therefore there is no obvious agreement whether these 
are contributing to an outstanding leadership or not  (standard deviation is higher than 1.00) 
(see Table 4.38). The following first order leadership factors belong to this group: benevolent, 
team integrator, holding integrity, self-sacrificial, collaborative, performance oriented, 
participative, modest, status conscious, humane oriented, procedural, conflict inducer, non-
autocratic, face-saver, self-centred (standard deviation between 1.00 and 2.00),  diplomatic, 
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and autonomous (standard deviation higher than 2.00). The dissimilarities between Bosnian 
middle managers on first and second order leadership scales could be based on diverse 
personal factors of Bosnian managers, like e.g. religion, gender, age, etc. I employed ANOVA 
tests to compare Bosnian middle managers opinion according to their gender, age, religion, 
and branches of industry managers belong to. The results show multiple statistically 
significant differences on first order leadership scales based upon divergent social groups of 
middle managers.  
With respect to the nationality (religious affiliations) of respondents25, research results 
reveal that statistically significant differences (see Table 4.41 and Appendix 20: ANOVA test 
of differences on fist order leadership actors between three main ethnic groups in Bosnia and 
Herzegovina) between the three ethnic groups were recorded on the following first order 
leadership dimensions: inspirational (F = 2.685, sig. = 0.045), collaborative (F = 3.134, sig. = 
0.025), integrator (F = 3.066, sig. = 0.027), self-centred (F = 3.369, sig. = 0.018), status 
conscious (F = 2.869, sig. = 0.037), face-saver (F = 4.259, sig. = 0.006), procedural (F = 
3.178, sig. = 0.024), and modest ( F = 6.712, sig. = 0.000). Inspirational, collaborative, team 
oriented (mean scores are higher than 6.00), and modesty (mean scores are higher than 4.80) 
are collectively expected by the main Bosnian ethnic groups as contributing to an outstanding 
leadership (see Figure 4.19). On the other hand, being self-centred, status conscious and 
procedural is perceived as an obstacle to an outstanding leadership by the members of three 
main ethnic groups in Bosnia. Bosniaks score the highest on inspirational (6.53) and team 
oriented leadership (6.40). Bosnian Croats score lowest on inspirational leadership (6.37), 
whereas Bosnian Serbs are in-between (6.44). The mean scores of Bosnia Serbs (6.17) and 
                                                          
25 Three main ethnic groups in Bosnia and Herzegovina are Bosnian Serbs (Eastern Christian Orthodoxy), 
Bosniaks (Islam), and Bosnian Croats (Roman Catholicism). 
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Bosnian Catholics (6.18) on team oriented leadership are almost the same. Bosnian Croats 
scores the highest on procedural (4.78), status conscious (5.08), modesty (5.40) and self-
centred (2.22) leadership variables, Bosniaks score the lowest (procedural – 4.33, status 
conscious – 4.56, modesty – 4.89, self-centred – 1.81), whereas Bosnian Serbs are in-between 
(procedural – 4.63, status conscious – 4.73, modesty – 5.36, self-centred – 2.06). Bosniaks 
score the highest on collaborative (5.76) and the lowest on face-saver (3.37) leadership 
dimensions.  The highest score on collaborative leadership is recorded amongst Bosnian Serbs 
(5.94) and lowest between Bosnian Croats (5.71). Bosnian Serbs (3.59) and Bosnian Croats 
(3.59) are with equal means on face-saver leadership dimension.  
Table 4.41 First order leadership factors according to nationality of respondents (N = 158)  
First order leadership dimensions 
 
Bosnian 
Serbs  
Bosniaks Bosnian 
Croats 
Charismatic 1: Visionary 6.45 6.50 6.40 
Charismatic 2: Inspirational 6.44 6.53 6.37 
Charismatic 3: Self-Sacrifice 5.95 5.74 5.78 
Integrity 6.01 6.20 6.13 
Decisive 6.33 6.38 6.32 
Performance- Oriented 5.92 5.85 5.68 
Team 1: Collaborative Team Oriented 5.94 5.76 5.71 
Team 2 : Team Integrator 6.17 6.40 6.18 
Diplomatic 5.22 5.14 5.24 
Benevolent (reverse scored) 6.38 6.36 6.34 
Administratively competent 6.45 6.35 6.55 
Self- centred 2.06 1.81 2.22 
Status conscious 4.73 4.56 5.08 
Conflict inducer 4.63 4.38 4.53 
Face-saver 3.59 3.37 3.59 
Procedural 4.63 4.33 4.78 
Non-autocratic (reverse scored)  4.03 4.12 4.23 
Participative (reverse scored)  5.40 5.55 5.28 
Modesty 5.36 4.89 5.40 
Humane oriented 4.69 4.39 4.73 
Autonomous 4.35 4.18 4.34 
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Figure 4.19 Statistically significant differences on first order leadership dimensions according 
to the Bosnian main ethnic groups 
 
 
 Statistical analysis points out to only four statistically significant differences on first 
order leadership factors between the three branches of industry researched (financial services, 
food processing industry, and telecommunications) (see Appendix 21:  ANOVA test of 
industrial differences of first order leadership dimensions). Between the three industries 
significant differences were recorded on self – sacrificial (F = 3.599, sig. = 0.028), 
administratively competent (F = 3.656, sig. = 0.026), self – centred (F = 3.167, sig. = 0.043), 
and humane oriented (F = 5.051, sig. = 0.007) leadership scales (see Figure 4.20). Bosnian 
middle managers from all three sectors believe that being self-sacrificial, administratively 
competent and humane oriented greatly contributes to an outstanding leadership, whereas 
being self-centred is perceived as an obstacle to an outstanding leadership. Scores on 
administratively competent leadership are higher than 6.00 in all sectors of industry analysed. 
Food processing industry (6.50) and financial services (6.47) are with almost the same mean 
scores on administratively competent leadership, while telecommunication services scores 
0
1
2
3
4
5
6
7
Bosnian Serbs Bosniaks Bosnian Croats
250 
 
lowest with the mean score of 6.26. Telecommunication services scores highest on self-
sacrificial (6.06) and humane oriented (5.07) leadership dimensions, financial services score 
lowest on both first order dimensions (self-sacrificial – 5.65, humane oriented – 4.34), 
whereas food processing industry is in-between (self-sacrificial – 5.98, humane oriented – 
4.62). Bosnian managers from all three branches researched observe being self-centred as an 
impediment to an outstanding leadership (scores are in a range from 1.82 to 2.15). Food 
processing industry scores on self-centred leadership are highest (2.15), whereas 
telecommunication sector scores are lowest (1.82), and financial services are in the middle 
(1.99).  
Figure 4.20 Statistically significant industrial differences on first order leadership variables  
 
  With respect to divergences between Bosnian middle managers on first order 
leadership factors based on their age26, only one statistically significant difference on 
performance-oriented leadership (F = 3.378, sig. = 0.035) was recorded (see Appendix 22: 
                                                          
26 I propose following age groups: young managers (up till 39 years old), middle age managers (from 40 to 59 
years old), and old managers (60 years and above). 
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ANOVA test of differences on fist order leadership factors between Bosnian middle managers 
based on their age). Bosnian old managers score highest on performance-oriented leadership 
with the average result of 6.53. On the other hand, young and middle age managers score in a 
narrower range (5.85 vs. 5.78). 
Further analysis indicates that there are no statistically significant differences between 
Bosnian middle managers according to their gender. It appears that Bosnian male and female 
managers perceive outstanding leadership in a similar way.  
After analysing the divergences of first order leadership factors according to different 
social groups of Bosnian middle level managers, I explore the differences of the second order 
leadership variables. ANOVA test revealed only several statistically significant differences on 
second order leadership scales. These results were expected, since the standard deviation is 
very low for almost all second order dimensions, meaning that Bosnian middle managers 
mainly agree that these variables greatly contribute or impede to outstanding leadership. The 
results indicated no significant differences on second order leadership variables according to 
gender and sector of industry. With respect to the age of respondents, statistical analysis 
showed only one significant difference on humane oriented leadership (F = 3.496, sig. = 
0.031). Old managers score highest on humane oriented leadership (5.25), while the scores of 
young and middle age managers are with almost equal means (4.81 vs. 4.87). Concerning the 
differences on second order leadership scales according to nationality (religious affiliation) of 
respondents, the results show statistically significant differences on self-protective (F = 9.605, 
sig. = 0.000) and humane oriented leadership (F = 5.557, sig. = 0.001). Bosnian Croats score 
lowest on both leadership dimensions (self-protective – 3.30, humane leadership – 4.69), 
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whereas scores of Bosnian Serbs and Bosniaks are in almost same range (self-protective – 
3.42 vs. 3.47, humane leadership – 4.92 vs. 4.94). 
 
4.5.4 Leadership profile of Bosnia and Herzegovina compared to the GLOBE results 
In previous part, it could be seen that the most valued expected leadership features in Bosnia 
(perceived by Bosnian middle level managers) are visionary, administratively competent, 
inspirational, benevolent, decisive, team integrator, and holding integrity. Moreover, Bosnian 
managers believe that it is also very important for leader to be self-sacrificial, collaborative, 
performance oriented, participative, modest, and diplomatic. Being status conscious, humane 
oriented, procedural, conflict inducer, autonomous, non-autocratic, and face-saver is seen 
more or less neutrally by middle managers, whereas being self-centred is perceived as a 
barrier to outstanding leadership in Bosnian society. With respect to second order leadership 
variables, charismatic/value based, team oriented and participative leadership dimensions are 
accounted to be the most important dimensions for effective leadership. Humane – oriented 
and autonomous leadership are perceived in a neutral to somewhat positive way, while self-
protective leadership is viewed quite negatively.  
On the other hand, if I compare the data of Bosnia with the world average scores, it is 
possible to notice that Bosnian scores are similar to the world average (see Table 4.41).  As it 
is shown in Table 4.41, the results on five out of six leadership dimensions are in a very close 
range. Only for autonomous leadership score of Bosnia is slightly higher than the world 
average (4.29 vs. 3.86).  
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Societies included in GLOBE research project were grouped into ten different clusters: 
Anglo, Latin Europe, Nordic Europe, Germanic Europe, Eastern Europe, Latin America, Sub-
Saharan Africa, Middle East, Southern Asia, and Confucian Asia (House et al., 2004). The 
Eastern European cluster includes following eight countries: Albania, Georgia, Greece, Hungary, 
Kazakhstan, Poland, Russia, and Slovenia. The Eastern European cluster is a mixture of countries bearing 
different linguistic, ethnic, religious traditions and economic backgrounds and at the same time, 
sharing many other attributes (Bakacsi et al., 2002: 70). As mentioned by Bakacsi et al. (2002) there are 
probably several other countries that should be included in the Eastern Europe cluster, among which is also 
Bosnia. Therefore, I compare data of Bosnia with the data of the Eastern Europe Cluster. Furthermore, I 
can assume that Bosnia will show resemblance to Slovenia, having in mind that both countries 
were previously two republics of former Yugoslavia, geographic immediacy, same climate 
zone, religious and linguistic genesis, and similar cultural and historical heritage.  
Additionally, I compare scores of Bosnia with Germany (Former East) and Germany (Former 
West), since this Ph.D. is carried out in Germany. Table 4.41 depict scores of Bosnia and 
above mentioned countries and cluster (please notice that here I am comparing single country 
scores to cluster averages). The data presented in Table 4.42 illustrate that there is a quite 
strong similarity between leadership profile of Bosnia and leadership profiles of Eastern 
Europe Cluster, Slovenia, Germany (Former East), and Germany (Former West).  Only the 
low score of Germany (Former East) and higher score of Eastern Europe Cluster on self-
protective leadership dimension seems to differ significantly from other countries included in 
this comparison. Mean values on charismatic/value based, team – oriented and participative 
leadership for Eastern Europe Cluster, Slovenia, Germany (Former East), and Germany 
(Former West) are above 5.00, indicating that these two leadership variables are universally 
expected as contributing to outstanding leadership, regardless which culture is explored (see 
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also House et al., 2004, Chapter 21). Humane – oriented and autonomous leadership are seen 
in positive to somewhat neutral way, whereas self-protective leadership is viewed as an 
impediment to outstanding leadership. 
Table 4.42 Leadership profile of Bosnia and Herzegovina compared to the leadership profiles 
of Easter Europe Cluster27, Slovenia, Germany (Former East), and Germany (Former West). 
 
Source: House et al., 2004; Chhokar, et al., 2007. 
 
4.5.5 Impact of socio-demographic factors on leadership expectations 
After comparing the results of Bosnia with the GLOBE results in previous part, in this section 
I investigate the influence of divergent socio-demographic factors on second order CLT 
leadership scales. Table 4.43 depicts the correlation amongst divergent social groups of 
Bosnian middle managers and second order leadership variables, as well as relation amid 
second order leadership variables. It can be noticed from Table 4.43 that statistical analysis 
did not reveal many significant correlations between analysed social groups of middle 
managers and leadership dimensions. Age of manager’s was found to have an significant 
                                                          
27 The Eastern Europe Cluster consists of Albania, Georgia, Greece, Hungary, Kazakhstan, Poland, Russia, and 
Slovenia. 
 
CLT Leadership 
Dimensions 
Bosnia and 
Herzegovina 
World 
average 
Eastern 
Europe28 
Slovenia Germany 
(Former East) 
Germany 
(Former West) 
Charismatic/Value-Based 5.85 5.82 5.74 5.69 5.84 5.87 
Team-Oriented 5.76 5.73 5.88 5.91 5.49 5.51 
Self-protective 3.40 3.42 4.20 3.61 2.96 3.32 
Participative 
 
5.37 5.35 5.08 5.42 5.88 5.70 
Humane-Oriented 4.85 4.80 4.76 4.44 4.44 4.60 
Autonomous 
 
4.29 3.86 4.20 4.28 4.30 4.35 
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impact on preferences for humane oriented leadership (R = 0.083, p < 0.05), which is also the 
strongest significant correlation. The strongest correlation is recorded between age of 
respondents and humane oriented leadership dimension (R = 0.083, p < 0.05). Second comes 
relation amid nationality (religious affiliation) of respondents and charismatic/value based 
leadership (R = 0.054, p < 0.05). The third and last correlation is amongst sector of industry 
and charismatic/value based leadership variable (R = 0.051, p < 0.05). Older managers in 
Bosnia are more humane oriented than young and middle age managers. Bosnian Croats have 
the highest preferences towards charismatic/value based leadership, while the preferences of 
Bosnian Serbs and Bosniaks are on almost the same level. Bosnian middle managers coming 
from telecommunication services prefer more charismatic/value based leadership, managers 
from financial sector prefer less charismatic/value based leadership, while middle managers 
from food processing industry are somewhere in between.  
The results indicate clearly (see Table 4.43) somewhat close correlation between 
humane oriented and charismatic/value based leadership (R = 0.315, p < 0.01), and weak 
relation with team oriented (R = 0.106, p < 0.05) and participative leadership (R = 0.108, p < 
0.05). Moreover, autonomous leadership variable appears to have negative modest relation 
with participative leadership (R = -0.279, p < 0.01) and humane oriented leadership (R = -
0.256, p < 0.01). Team oriented leadership dimension is significantly correlated with 
charismatic/value based leadership (R = 0.192, p < 0.01), whereas self-protective leadership is 
correlated with team oriented (R = -0.191, p < 0.05), humane oriented (R = -0.121, p < 0.05) 
and autonomous leadership (R = -0.179, p < 0.05). Furthermore, participative leadership is 
significantly related to charismatic/value based leadership (R = 0.76, p < 0.05) and team 
oriented leadership (R = 0.187, p < 0.01). Relatively weak correlations among second order 
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leadership dimensions indicates that these leadership variables are to some extent autonomous 
and distinctive.  
Table 4.43 Impact of socio-demographic factors on leadership expectations 
Note: ** = Correlation is significant at the 0.01 level (2-tailed); * = Correlation is significant at the 0.05 level 
 
4.5.6 Correlations between culture and leadership 
The final step in my research is to examine influence of societal and organizational culture 
practices and values on the way in which people think about outstanding leaders (to determine 
the association between culture and leadership). Furthermore, I explore correlations between 
researched social groups of Bosnian middle managers and second order leadership 
dimensions.  
Table 4.44 portrays correlations between six second order CLT leadership dimensions 
and the nine societal and organizational culture dimensions. The results show that the way 
people perceive leaders in Bosnian society is highly influenced by national and organizational 
 Gender Age Natio-
nality 
Sector 
of 
industry 
Charismatic
/ Value 
Based 
Team 
Oriente
d 
Partici-
pative 
Humane 
Oriente
d 
Autono-
mous 
Self-
Protective 
Gender 1          
Age .165** 1         
Nationality -.007 -.021 1        
Sector of 
industry 
.239** .101* -.120** 1       
Charismatic/ 
Value Based 
-.027 -.037 .054* .051* 
1      
Team 
Oriented 
-.034 .019 .021 -.011 
.192** 1     
Participative 
-.007 -.017 .046 -.004 
.076* .187** 1    
Humane 
Oriented 
.014 .083* .001 .072 
.315** .106* .108* 1   
Autonomous 
-.046 -.039 -.020 .044 
.021 .037 -.279** -.256** 1  
Self-
Protective 
.034 .037 -.038 -.016 
-.066 -.191* -.010 .121* .179** 1 
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culture (practices and expectations). In other words, the statistical analysis reveals numerous 
significant correlations between CLT leadership scales and actual and predicted society and 
organizational culture, as it is presented in Table 4.44. The differences are statistically 
significant at the 0.01 or 0.05 level. A general observation is the lack of strong significant 
correlations between the national and organizational culture and leadership dimensions. 
Where the significant correlations are present, they are in a range from very week to medium 
strength. The strongest correlation recorded is between humane oriented leadership and 
organizational gender egalitarianism practices (R = 0.389, p < 0.01). The nearby correlations 
are recorded among participative leadership and organizational humane oriented values (R = -
0.349, p < 0.01), between autonomous leadership scale and national humane orientation 
values (R = 0.326, p < 0.01), amongst participative leadership and organizational uncertainty 
avoidance values (R = 0.319, p < 0.01), between autonomous leadership variable and societal 
humane orientation values (R = -0.326, p < 0.01), and between participative leadership 
dimension and national assertiveness practices (R = 0.309, p < 0.01). Even though these are 
the strongest correlations, they are moderate.  
 Performance orientation and in-group collectivism are found to be significant 
predictors of charismatic/value based leadership for both national and organizational level of 
analysis. In addition, gender egalitarianism practices and values appears to be very important 
in predicting this CLT leadership dimension in Bosnia as it was significant at both national 
and organizational level. Other cultural practices and values related to this CLT include 
organizational humane orientation values, society uncertainty avoidance values, 
organizational future orientation values, and national assertiveness practices. Strong 
orientation of members in Bosnian society and Bosnian organizations to performance 
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improvements and excellences, being innovative, and setting demanding tasks (which are 
features often displayed by charismatic leaders), and Bosnian organizations that values 
expression of pride, loyalty, and cohesiveness will be supporting charismatic/value based 
leadership. The more the members of Bosnian society and Bosnian organizations are 
promoting gender equality and minimizing gender role differences, and who desires to 
minimize uncertainty avoidance and power distance, the more they perceive charismatic/value 
based leadership as a prototype of an outstanding leadership. Moreover, organizations that 
value more behaviour oriented to the future, like planning and investing in the future, and that 
are supporting and rewarding individuals for being fair, unselfish, friendly, and kind to others 
will be also promoting charismatic/value based leadership. Contemporary level of 
assertiveness in Bosnian society is seen as an impediment to outstanding leadership. The 
strongest correlations are recorded between this CLT dimension and society performance 
orientation values (R = 0.143, p < 0.05), and national gender egalitarianism values (R = 0.153, 
p < 0.05). The nearby correlations are recorded among charismatic/value based leadership and 
organizational performance orientation values (R = 0.132, p < 0.05), society in-group 
collectivism values (R = 0.122, p < 0.05), and national power distance values (R = 0.125, p < 
0.01). General observation is that significant correlations between this CLT leadership 
variable and society and organizational culture dimensions are rather weak.
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Table 4.44 Correlations between cultural dimensions and leadership styles 
 
CLT Dimension 
 
Culture Dimensions 
 
Culture Dimensions 
Societal Organizational 
Practices Values Practices Values 
Charismatic/Value 
Based  
Performance Orientation .041 .143* .005 .132* 
Future Orientation -.047 -.038 -.027 .095* 
Humane Orientation .025 .048 .013 .103* 
Institutional Collectivism .031 -.069 .028 .072 
In-Group Collectivism .011 .122* -.004 .099* 
Assertiveness  -.091* -.048 -.043 .084 
Gender Egalitarianism .039 .153* .097* .095 
Power Distance .002 .125** -.044 -.067 
Uncertainty Avoidance .009 -.087* -.012 .021 
Team Oriented   
 
Performance Orientation .113* .015 .031 .008 
Future Orientation -.013 -.020 .026 -.129* 
Humane Orientation .142** .135* .006 -.148* 
Institutional Collectivism .077 .277** .047 .024 
In-Group Collectivism -.124* .018 -.079* -.023 
Assertiveness  .033 -.109* .055 -.070 
Gender Egalitarianism .177** .271** .201** .090* 
Power Distance -.019 -.161* -.050 -.037 
Uncertainty Avoidance .001 .102* -.104* .248** 
Participative  Performance Orientation -.049 .098* -.055 .015 
Future Orientation .072* .071 -.044 -.151* 
Humane Orientation .083* .172** .092* .349** 
Institutional Collectivism .217** -.094* .004 -.096* 
In-Group Collectivism -.141* .033 -.106** .029 
Assertiveness  -.309** -.039 -.016 -.241** 
Gender Egalitarianism .154 .126* -.165** .145** 
Power Distance -.038 .183** -.072 -.195** 
Uncertainty Avoidance -.022 -.138** .043 -.319** 
Humane Oriented  Performance Orientation .234** -.026 .097* -.051 
Future Orientation -.108* -.093* .013 -.047 
Humane Orientation .109** .137** -.085* .213** 
Institutional Collectivism -.025 .029 .071 .195** 
In-Group Collectivism .099* -.060 -.048 -.104** 
Assertiveness  -.254** -.224** .033 -.173** 
Gender Egalitarianism .067 .256** .389** .296** 
Power Distance -.207** -.042 .032 -.044 
Uncertainty Avoidance .148** -.013 -.080 .003 
Autonomous  
 
 
 
 
 
 
Performance Orientation -.049 .118** -.011 .123** 
Future Orientation .137* .096* -.010 -.015 
Humane Orientation .048 -.326** -.086* -.316** 
Institutional Collectivism -.225* -.022 -.024 -.151** 
In-Group Collectivism -.193* -.118** -.040 -.067 
Assertiveness  .084* .096* -.036 .100* 
Gender Egalitarianism .138* .008 -.203** -.158** 
Power Distance -.051 -.278** -.071 .122** 
Uncertainty Avoidance -.090* .065 .024 .195** 
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Table 4.44 Correlations between cultural dimensions and leadership styles - continuing 
 
Note: ** = Correlation is significant at the 0.01 level (2-tailed); * = Correlation is significant at the 0.05 level (2- 
tailed) 
 
Team-oriented leadership is perceived to be important in enhancing effective 
leadership in Bosnia (mean score 5.76). The research data show that humane orientation 
(society practices and values, and organizational values), in-group collectivism (national and 
organizational culture practices), gender egalitarianism (national and organizational culture 
practices and values), and uncertainty avoidance (society practices, organizational practices 
and values) are the most important cultural dimensions in predicting this leadership variable at 
the national and organizational level of research. I have also found that society institutional 
collectivism values were significant predictor at the organizational level. Moreover, 
correlation between this CLT variable and national institutional collectivism values is the 
strongest correlation (r = 0.277, p < 0.01). The nearby correlations are recorded between this 
CLT variable and society gender egalitarianism values (R = 0.271, p < 0.01), organizational 
uncertainty avoidance values (R = 0.248, p < 0.01), and societal gender egalitarianism values 
(R = 0.271, p < 0.01). Other cultural practices and values significantly correlated with this 
leadership dimension are society performance orientation practices, organizational future 
orientation values, society assertiveness values, and national power stance values.  
Self-Protective  Performance Orientation .170** .052 .052 .003 
Future Orientation -.072* -.003 .022 -.017 
Humane Orientation .059 -.026 -.023 -.147** 
Institutional Collectivism -.035 -.009 .033 .126** 
In-Group Collectivism -.017 -.009 -.084* -.054 
Assertiveness  .069 .078* -.149* .052 
Gender Egalitarianism -.016 -.089* .058 -.094* 
Power Distance .085* .213** .273** .233** 
Uncertainty Avoidance .214** .152** .040 .148** 
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From Table 4.44 it is possible to see that participative leadership is influenced by 
numerous society and organizational cultural dimensions (in total there are 21 significant 
correlations). Participative leadership is the most influenced by humane orientation (society 
and organizational practices and values), institutional collectivism (societal culture practices 
and values, and organizational culture values), gender egalitarianism (societal culture 
practices, and organizational culture practices and values), and assertiveness (society culture 
practices and organizational culture values). The research results reveal that the most 
important cultural dimension predicting this leadership variable on both national (practices 
and values) and organizational (practices and values) level is humane orientation. The 
strongest relation was recorded between participative leadership dimension and organizational 
humane orientation values (R = 0.349, p < 0.01). Even though this is the strongest correlation 
it is somewhat modest. Next comes correlations between this CLT leadership variable and 
organizational uncertainty avoidance values (R = -0.319, p < 0.01), national assertiveness 
practices (R = -0.309, p < 0.01), organizational assertiveness values (R = -0.241, p < 0.01), 
and society institutional collectivism practices (R = -0.217, p < 0.01). On the overall GLOBE 
sample (62 societies), research results indicate that participative leadership has strong positive 
significant correlated with societal gender egalitarianism values and societal humane 
orientation values, and strong negative correlation with national power distance values (see 
House et al., 2004: 699-700, 704-705).   
Humane oriented leadership reflects supportive and considerate leadership but also 
includes compassion and generosity (House et al, 2004: 675). As expected, the most 
important dimension predicting humane oriented leadership is the humane orientation national 
and organizational cultural dimension. Bosnian middle managers, who value more friendly 
262 
 
and tolerant behaviour, and attributes such as kindness, concern towards others, etc. are 
promoting humane oriented CLT leadership dimension. Other cultural dimensions that are 
influencing this leadership variable are assertiveness (societal culture practices and values, 
and organizational values), gender egalitarianism (societal culture practices and 
organizational culture practices and values), future orientation (society culture practices and 
values), and in-group collectivism (society practices and organizational values). The strongest 
correlation is recorded among humane oriented leadership and organizational gender 
egalitarianism practices (R = 0.389, p < 0.01). This relation is quite modest, but still the 
strongest correlation between the six second order leadership variables and society and 
organizational culture dimensions. The nearby correlations are evidenced amongst this 
leadership dimension and organizational gender egalitarianism values (R = 0.296, p < 0.01), 
society gender egalitarianism values (R = -0.256, p < 0.01), and society assertiveness 
practices (R = -0.254, p < 0.01).  
 With the mean score of 4.29, autonomous leadership is neutrally valued in Bosnia. As 
expected, autonomous leadership is negatively correlated with humane orientation, 
institutional collectivism and in-group collectivism at both the national and organizational 
level of analysis. Humane orientation and gender egalitarianism appears to be the most 
significant predictors of autonomous leadership at the society and organizational level. 
Members of Bosnian society and Bosnian companies with individualistic values, who are less 
gender egalitarian and humane oriented will probably have autonomous features as part of 
their prototype of an outstanding leadership. The strongest correlation is documented between 
autonomous CLT leadership dimension and society humane orientation values (R = -0.326, p 
< 0.01). Second comes correlation among autonomous leadership and organizational humane 
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orientation values (R = -0.316, p < 0.01). Next come relations between autonomous 
leadership and the following cultural dimensions: society power distance values (R = -0.278, 
p < 0.01), society institutional collectivism practices (R = -0.225, p < 0.05), and 
organizational gender egalitarianism practices (R = -0.203, p < 0.01). Autonomous leadership 
and participative leadership are two CLT variables that are influenced the most by national 
and organizational culture dimensions (both dimensions have 21 statistically significant 
correlations with cultural dimensions). Other cultural practices and values significantly 
correlated with this leadership dimension are assertiveness (society practices and values, and 
organizational values), gender egalitarianism (society practices and organizational practices 
and values), society and organizational power distance values, society uncertainty avoidance 
practices, society and organizational performance orientation values, and society future 
orientation practices and values (for more details see Table 4.44).  
 Self-protective leadership is seen as an impediment to outstanding leadership in 
Bosnian society and Bosnian organizations (mean score is 3.40). Power distance and 
uncertainty avoidance are the most important predictors of self-protective leadership at both 
the society and organizational level in Bosnia. In addition, the results show that assertiveness 
is also an important predictor of self-protective leadership at the society and organizational 
level in Bosnia. Bosnian middle managers who are more assertive, confrontational and 
aggressive, who expect that power should be unequally distributed and concentrated at higher 
levels of an organizations or societies, and who strive to avoid uncertainty by relying on 
established norms and procedures (being self-protective is one of the ways to reduce 
uncertainty) are more likely to perceive self-protective leadership as contributing to 
outstanding leadership. The strongest relation was noted amid this CLT leadership variable 
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and organizational power distance practices (R = 0.273, p < 0.01). The nearby correlations are 
recorded between self-protective leadership and the following culture dimensions: 
organizational power distance values (R = 0.233, p < 0.01), society uncertainty avoidance 
practices (R = 0.214, p < 0.01), and society power distance values (R = 0.213, p < 0.01). 
Other cultural practices and values significant negatively correlated with this self-protective 
CLT leadership dimension are society and organizational gender egalitarianism values, 
national future orientation practices, organizational humane orientation values, organizational 
institutional values, and organizational in-group collectivism practices. 
 Since charismatic/value-based and team-oriented leadership styles are perceived as 
prototypes of outstanding leadership, I perform linear regression analysis to explore the 
impact of culture on these two leadership styles. Preferences of Bosnian middle managers for 
charismatic/value-based leadership style can be explained by a combination of high values of 
performance orientation and in-group collectivism (at both society and organizational level), 
society gender egalitarianism, organizational future and humane orientation, and low values 
for power distance at society level.  
Table 4.45 Linear regression of the preference for charismatic/value-based leadership style 
 
 
Model 
Unstandardized 
Coefficients 
Standardized 
Coefficients 
 
 
t 
 
 
Sig.  
B 
Std. 
Error 
 
Beta 
1  (constant) 5.121 .398  11.346 .000 
Society Performance Orientation Values .136 .104 .197 3.436 .027 
Society In-Group Collectivism Values .121 .093 .185 2.077 .038 
Society Gender Egalitarianism Values .095 .054 .139 3.005 .006 
Society Power Distance Values -.103 .067 -.114 -2.303 .022 
Organizational Performance Orientation Values .116 .081 .159 1.872 .038 
Organizational Future Orientation Values .091 .035 .143 1.794 .042 
Organizational Humane Orientation Values .078 .029 .125 2.561 .017 
Organizational In-Group Collectivism Values .106 .042 .168 1.395 .036 
R-Square: 0.178 
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On the other hand, team-oriented leadership is fostered by a number of cultural 
dimensions: high humane orientation practices (society level) and values (society and 
organizational level), society institutional collectivism values, in-group collectivism practices 
(society and organizational level), gender egalitarianism values (society and organizational 
level), and low assertiveness and power distance values (society level). Furthermore, this 
leadership style is explained by society performance orientation practices, society and 
organizational uncertainty avoidance values, and organizational future orientation values. 
Table 4.46 Linear regression of the preference for team-oriented leadership style 
 
 
Model 
Unstandardized 
Coefficients 
Standardized 
Coefficients 
 
 
t 
 
 
Sig. 
B Std. Error Beta 
1  (constant) 6.351 .593  15.602 .000 
Society Performance Orientation Practices .103 .042 .148 1.167 .037 
Society Humane Orientation Practices .131 .079 .171 2.651 .046 
Society Humane Orientation Values .125 .085 .165 1.241 .013 
Society Institutional Collectivism Values .204 .161 .241 3.992 .022 
Society In-Group Collectivism Practices -.106 .076 -.113 -2.798 .035 
Society Assertiveness Values -.099 .042 -.132 -1.286 .028 
Society Uncertainty Avoidance Values -.102 .087 -.164 -1.616 .049 
Society Gender Egalitarianism Values .214 .145 .202 3.597 .000 
Society Power Distance Values -.086 .032 -.107 -2.126 .031 
Organizational Future Orientation Values -.109 .040 -.118 -3.284 .028 
Organizational Humane Orientation Values -.137 .062 -.196 -1.365 .034 
Organizational In-Group Collectivism Practices -.059 .010 -.104 -2.211 .019 
Organizational Gender Egalitarianism Values .136 .094 .193 1.074 .021 
Organizational Uncertainty Avoidance Values .213 .161 .282 3.685 .005 
R-Square: 0.221 
 
 
4.6 Limitations of the research  
This paper adds to the body of knowledge in the field of culture and leadership in Bosnia. 
Empirical findings emerging from this study provides and insight into the relationship 
between characteristics of the society culture in Bosnia, the organizational culture of Bosnian 
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enterprises and characteristics of the expected leadership in Bosnian companies of three 
branches of industry. Though, despite the significance of the paper, there are limitations to 
this research. Some of the limitations are inherent from the GLOBE methodology which was 
adopted for this research (detailed analysis of these limitations is depicted within the previous 
chapter), which are not going to be recapitulated in this part. Number of other limitations is 
specific for this survey. Hence, in this part the focus is on the limitations emerged from the 
survey implemented in Bosnia.  
The first issue addresses the problem of the sample representativeness. Respondents in 
this empirical study were the middle managers from three industries: food processing 
industry, financial services, and telecommunication services. In total, 169 middle managers 
(158 filled the quantitative questionnaires, 11 participated in interviews) from 26 Bosnian 
organizations were included in the sample. The question that arises is: whether a sample of 
169 middle managers who characterize small homogeneous segment of the overall society be 
representative of the Bosnian culture in general? The most probable answer to this question 
would not be positive. Little can be concluded about the many variables that may be 
responsible for national sample (Graen, 2006: 97).  
Next, empirical findings are rooted exclusively upon data sets of middle managers 
from three sectors of industry. Consequently, overall findings on culture and leadership are 
limited, “with consequences for the generalization of the results for a whole culture, and the 
economy in a country which may be based on others than the included branches” (Lang, 
2011: 7). Evaluating leadership from survey answers by leaders is a questionable approach 
(Hofstede, 2006, 2010). Hofstede (2006), in his IBM study, had found dramatic differences 
among bosses’ and subordinates’ statements on leadership attributes. From the middle 
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managers point of view, top managers are the leaders within the companies. The follow up 
studies of other social groups could be useful to extend the empirical base. 
Furthermore, the independency of the sample is not guaranteed, whereas the cultural 
purity of the sample could not be assured. Notwithstanding the fact that GLOBE researchers 
included only domestic organizations in their sample and excluded personnel of local offices 
of multinational firms to assure that respondents do not have multi-cultural background, it 
would be very challenging to implement the same within Bosnia. This is mainly due to the 
recent war, which was followed by mass migrations, and huge shifts of the population. Hence, 
I could not secure that middle managers from the sample have no multi-cultural background. 
Additional difficulty came especially from the telecommunication sector and food processing 
industry. At the present time, only three telecommunication companies are operating on the 
entire territory of Bosnia. On the other hand, the food processing industry is typified by 
greater number of small family business with only few chains of command. Hence, within the 
time frame and the dynamics of finances at my disposal, it would be extremely problematical 
to maintain the cultural purity of the sample. From the sample structure it can be perceived 
that around 50 % were born in Bosnia and around 40 % had lived abroad for more than a year 
(mainly in former Yugoslav republics). Only 9.5 % indicated that they had worked for a 
multinational company. This could have a strong impact on the way people perceive existing 
culture and their expectations concerning effective leadership and desired cultural values. 
Further investigations in this particular field should advance findings from this empirical 
research. 
A third limitation of the research presented here is that it is mainly relying on one 
method: All scale statistics presented were collected using two quantitative questionnaires. 
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Additionally, because of the limited financial resources and the economy of the research 
process most of the respondents in Bosnia filled both questionnaire versions, without 
duplicating parts on leadership. Thus, there is a possibility that collected data are distorted; 
this is caused by all data coming from the same source. However, time (five months) that 
passed between the filling of two versions of questionnaires should be sufficient to reduce the 
probability of common source bias to emerge. 
Next limitation of the study is grounded within the theoretical framework deriving 
from the GLOBE project. Firstly, weaknesses can be traced within the GLOBE 
conceptualization of cultural practices and values, which may have consequences in 
interpreting empirical findings and to contrast the findings with prior investigations beyond 
the GLOBE original context. More precisely, GLOBE is the first large scale cross-cultural 
project exploring both cultural practices and values. Nevertheless, GLOBE framework of 
culture has sparked scholarly debate and somewhat harsh critique. For instance, Smith  states 
that while “most researchers study values in terms of the individual respondent’s own 
preferred end states, (…) GLOBE operationalised values in terms of preferences about the 
behaviour of others in one’s society” (2006: 917). On the other hand, Hofstede (2006, 2010) 
wonders what did GLOBE actually measured. With respect to cultural practices, the GLOBE 
project had anticipated to obtain culture’s gestalt (Javidan et al., 2006). Furthermore, Hofstede 
(2006) questions the design of the GLOBE questionnaires. Earley (2006) observed a deficient 
evaluation of culture practices, whereas McCrae et al. (2008) claims that particular scales of 
society cultural practices (e.g. assertiveness) educe unsupported stereotypes instead of 
impartial characteristics of a culture. Additionally, GLOBE findings were not able to support 
the positive relationship between culture practices and values, like the broadly utilized onion 
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diagram proposes (Hofstede, 2001). Quite the opposite, the GLOBE findings reveal negative 
correlations for seven out of nine culture dimensions. Since the previous chapter address this 
issue in detail, at this point, I do not deal with this issue any deeper. However, it has to be 
kept in mind when interpreting empirical findings that values in some way may be shaped by 
existing cultural practices, at least partially. Secondly, the theoretical model is based upon 
culturally endorsed implicit leadership theory set forth by House et al. (1997, 2004). This 
approach frames leadership from an information-processing perspective as the implicit beliefs 
and convictions that individuals have about leadership (Northouse, 2007:325). 
Conceptualizing leadership in this way is therefore limited since it focuses directly on the 
influence of culture on people’s perceptions of effective leadership and disregards huge body 
of research that depicts leadership in terms what leaders do. Assuming direct association 
among values and leadership could be perceived as too simplistic. Studies support the thesis 
that values does motivate behaviours, but their influence might depend on differences in 
normative pressures as well as situational pressure on individual’s behaviour (Mihelič and 
Lipičnik 2010: 296). Szabo et al. (2001) points out that leadership is a very complex 
intrapersonal process (e.g. cognitive information processing concepts, habits) influenced by 
different factors: situational factors (e.g. time pressure), organizational contingencies (e.g. 
structure, resources), and external environment factors (e.g. legislation, national business 
systems, societal culture). 
Lastly, as it was mentioned by the GLOBE research team, “GLOBE scales were 
primarily designed to measure convergent-emergent constructs” (Hanges and Dickson, 2004: 
146). Specifically, the GLOBE scales were developed with the aim of measuring divergences 
among organizational and societal cultures. They were not particularly created to measure 
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divergences within cultures or among individuals. Hence, the GLOBE scales are most useful 
to cross-cultural investigators rather than intra-cultural investigators.  
 
4.7 Testing hypothesis  
As it was mentioned earlier, the main purpose of this paper is to investigate the associations 
among features of Bosnian society culture, the organizational culture of Bosnian enterprises 
and features of the expected leadership in Bosnian companies of three branches of industry. 
The analysis was based upon the survey quantitative questionnaires to middle level Bosnian 
managers from three sectors of industry. Following the guidelines presented in the GLOBE 
Syntax, nine society and organizational cultural dimensions and six leadership dimensions for 
Bosnia were extracted.  
Following the GLOBE Syntax, I have created nine society culture practice 
dimensions. Initially, particular items from section 1 of the questionnaire Beta had to be 
reverse-coded (see Appendix 4). After the process of recoding was completed, I was able to 
generate nine societal cultural practices for Bosnia using the SPSS syntax statements 
developed for the GLOBE project (see Appendix 4). Conclusively, nine cultural dimensions 
depicted society culture practices perceived by Bosnian middle manager from three sectors of 
industry. According to Bosnian middle managers, the national culture practices in Bosnia can 
be described through (see also Table 4.5): an extremely high power distance (mean score 
6.39); a very low tendency to avoid uncertainty throughout norms, rules, rituals, and 
bureaucratic practices (mean score 2.61); a very high in-group collectivism (mean score 5.85) 
and low institutional collectivism (mean score 3.29); medium level human orientation (mean 
score 4.04); a lower manifestation of assertiveness (mean score 3.72) and gender 
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egalitarianism (mean score 3.35); an extremely low performance orientation (mean score 
2.66) and future orientation (mean score 2.95). Empirical findings strongly support 
hypotheses 1.1, 1.3, 1.4, and 1.6. It appears there have been no changes regarding power 
distribution, significance towards performance excellences and improvements, planning for 
the future, friendliness and kindness within the society since the last empirical studies 
implemented in Bosnia. On the other hand, empirical data do not support hypotheses 1.2, 1.5, 
1.7, and 1.8. There has been a noticeable shift within the society towards more individualistic 
behaviour, masculine values, decreased humane values, and orientation towards present.  
The second hypothesis states that Bosnian managers are favourable towards more 
democratic leadership styles (charismatic/value-based, team oriented, and participative), 
whereas autonomous and self-protective leadership styles will be rejected. Sections two and 
four of both quantitative surveys include leadership items. First of all, using GLOBE Syntax I 
have created 21 first order leadership factors (out of 112 questionnaire items). Some of the 
leadership items had to be reverse-coded prior to generating first order leadership factors. 
Recoding was conducted in accordance with the Syntax. Subsequently, I have calculated 
second order leadership dimensions by first standardizing each one of 21 first order leadership 
factors.  In the end, research results display (see also Table 4.44) that the most valued 
expected first order leadership factors in Bosnia (overall score higher than 6.00) are: 
visionary, administratively competent, inspirational, benevolent, decisive, team integrator, 
and holding integrity. According to Bosnian middle managers, it is also important for leader 
to be self-sacrificial, collaborative, and performance oriented. Next group of first order 
leadership factors appears to be of less importance for outstanding leadership in Bosnian 
society (national mean is between 4.50 and 5.50): participative, modest, diplomatic, status 
conscious, humane-oriented, procedural, and conflict inducer. Being autonomous and non-
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autocratic is somewhat neutrally evaluated by Bosnian middle managers. On the other hand, 
being face-saver and self-centred is seen as an obstacle of outstanding leadership in Bosnian 
society. In conclusion, charismatic/value based, team oriented and participative leadership 
dimensions are accounted to be the most significant dimensions for effective leadership. 
Humane – oriented leadership is also viewed positively, but not as important as the first three 
leadership dimensions. Autonomous leadership is seen in a neutral to somewhat positive way, 
whereas self-protective leadership is viewed as relatively negative. Empirical evidence 
strongly sustains the second hypothesis.  
 The third hypothesis concerned whether societal systems influence organizational 
cultural practices. To test this hypothesis I have correlated society cultural dimensions with 
organizational culture dimensions. As shown in Table 4.35, I have found that society cultural 
practices have a significant influence on all nine organizational cultural practices. 
Additionally, I have found significant relationships between society cultural values and 
organizational cultural values (see Table 4.36). The relationship among societal and 
organizational practices and values is described in more details previously in this chapter. 
Thus, findings sustain this hypothesis. 
Next hypothesis states that sectors of industry have a significant main influence on 
organizational cultural practices and values. From the findings presented earlier in this chapter 
can be perceived that the financial services scores highest on almost all cultural dimensions.  
In contrast, food industry scores lowest on almost all cultural dimensions. Moreover, food 
processing industry scores shows the biggest contrast compared to the overall country scores. 
Telecommunication sector scores represent the best the overall score on organizational culture 
practices for Bosnia. From Table 4.26, it can be easily noticed that within three sectors of 
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industry ranking of cultural dimensions is somewhat dissimilar. Accordingly, it can be 
concluded that the cultural profiles of three industries researched are rather divergent. This 
implies that culture of the organizations in Bosnia is influenced by the industry in which they 
function. Industry specific impact on organizational culture across these three branches 
researched is obvious. I found seven out of nine possible statistically significant differences 
on cultural practice dimensions between three sectors of industry, which proves this 
statement. With respect to organizational cultural values, the three sectors show unexpected 
similarity to each other. With only few exemptions (uncertainty avoidance, assertiveness, and 
power distance) the three industries score in a relatively narrow range (see Table 4.27). 
Moreover, the ranking of cultural variables is almost the same in all sectors researched. 
Organizational culture value scores have equalizing effects, which points out to the influence 
of Bosnian societal culture on the culture of Bosnian organizations. Consequently, this 
hypothesis cannot be supported by the empirical findings from this survey. 
The last two hypotheses assert significant relations between society and organizational 
culture dimensions and leadership dimensions. Table 4.44, 4.45 and 4.46 depict correlations 
between leadership dimensions and society and organizational culture practices and values. 
Findings suggest that leadership dimensions are connected with culture in a unique way. The 
findings are consistent with the hypotheses 5 and 6 that society and organizational culture 
influence the way people perceive effective leaders, as well as status, influence and privileges 
granted to leaders.  Furthermore, I have found that organizational culture values were more 
frequently predictive of leadership dimensions than societal cultural values. 
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Chapter 5 
Summary, discussion and interpretation of overall 
findings   
 
Within this chapter, first I summarize overall findings for Bosnia (quantitative results and 
interview data emerged from this particular investigation, as well as the findings obtained by 
other authors). Subsequently, I will explain the possible circumstances and reasons standing 
behind the empirical findings on culture and leadership in Bosnian society and Bosnian 
companies. I begin with the general culture and leadership profile of Bosnia. Next, I continue 
with the analysis of the relation between culture and leadership. Suggestions for managers are 
discussed towards the end of this chapter.  
 
5.1 Summary and discussion of findings on culture 
As a reminder, in this part I shortly present findings on society and organizational culture for 
Bosnia. Discussion of findings will follow subsequently. 
 
5.1.1 Societal culture – summary of findings 
Obtained results indicate that Bosnian societal culture practice is rated as extremely high on 
power distance (6.39) and in-group collectivism (5.85). The society exhibits mid-range scores, 
around an average 4, for humane orientation (4.04), and assertiveness (3.72). The country has 
extremely low to low practice ratings on uncertainty avoidance (2.61), performance 
orientation (2.66), future orientation (2.95), institutional collectivism (3.29), and gender 
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egalitarianism (3.35). Hence, Bosnian society culture is distinguished as hierarchical, highly 
in-group oriented, tolerating uncertainty, oriented to present, not encouraging performance 
improvement and excellence, and relatively humane oriented, assertive and gender egalitarian. 
As for the societal values, Bosnian middle managers would like their society to be 
much more performance oriented (6.54), humane oriented (6.25), and future oriented (6.19). 
Furthermore, middle managers would like to rely more on norms and rules in order to avoid 
uncertainty (5.05). Institutional collectivism (4.63) and gender egalitarianism (4.32) are also 
found to be important for Bosnian middle managers. It seems that the middle managers are 
comfortable with the existing level of in-group collectivism in Bosnia, since values differ 
from practices for only 0.01. The managers believe that power differentiation should be 
significantly reduced (2.04). Assertive, confrontational, and aggressive behaviour in social 
relationships (2.78) should be also reduced.  
 
5.1.2 Discussion on Bosnian societal culture 
Bosnian society culture is dominated by hierarchical managerial traditions and high group 
commitment. Whereas Bosnian managers place greater value on their society growing into 
more oriented to performance improvements and excellences, humane oriented, planning and 
investing in the future, uncertainty avoiding and less male-dominated and hierarchical, they 
wish a continuance of strong in-group collectivism. Strong group-oriented power distance 
could be perceived as a trademark of Bosnian society.  
 Contrasting practices and values scores, one can discover a strong necessity for the 
altering of the actual culture alongside nearly all explored dimensions of culture. There is a 
strong aspiration to decrease the existing power distance and assertiveness, expand the future 
orientation and enhance performance orientation. Additionally, there is also a strong wish to 
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increase humane orientation, gender egalitarianism and institutional collectivism, and lessen 
uncertainty. Bosnian managers are comfortable only with the existing level of in-group 
collectivism in the society.  
 As Bakacsi (1999) proposes, two divergent patterns on the relationship between 
cultural practices and values can be distinguished: “complementary pattern” (significant 
positive association among cultural practices and values) and “pendulum pattern” (significant 
negative association among cultural practices and values) (Bakacsi et al., 2002). Many of the 
dimensions investigated have “pendulum pattern” (uncertainty avoidance, future orientation, 
power distance, performance orientation, institutional collectivism, humane orientation, and 
gender egalitarianism). “Pendulum pattern” denotes that practices near to one end of the scale 
incline to shift to the opposite end of the scale. Practice scores for uncertainty avoidance, 
future orientation, power distance, and performance orientation particularly tend to swing 
from a score around value two/six on a 7-point scale towards the desired profile for each 
dimension which is closer to the other extreme of the scale. The swing between the practices 
and values for institutional collectivism, humane orientation, and gender egalitarianism is 
moderate and less severe. “Complementary pattern” is evidenced only for assertiveness 
(practices and values moving in the same direction).  
Perhaps the reason for such findings lies also within the questionnaire items assessing 
cultural practices and values. GLOBE is the first large scale project to incorporate both 
practices and values instead on just focusing on one component of culture. However, the way 
cultural practices and values are conceptualized within the project GLOBE has led to 
scholarly debate and somewhat harsh critique (see Chapter 4 for the critical approach to the 
project GLOBE). For instance, Smith perceived that while “most researchers study values in 
terms of the individual respondent’s own preferred end states, (…) GLOBE operationalized 
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values in terms of preferences about the behaviour of others in one’s society” (2006: 917).  
Hofstede (2006, 2010) wonders what GLOBE really measured. Concerning societal practices, 
the GLOBE team ”used respondents as informants to report on the gestalt of their culture” 
(Javidan et al. 2006: 900). Nevertheless, Hofstede (2006) objects to the questionnaire design. 
Hofstede’s (2006) main concern is that items used in the GLOBE questionnaires may not 
have captured what the researchers supposed them to evaluate. Moreover, the questionnaires 
items are designed at relatively high level of abstraction. Issues imposed to the respondents 
are rather far from their everyday concerns. GLOBE cultural items are written in a bipolar 
format. “As is” items (referred to as practices) are placed in the first part of the questionnaire, 
whereas “should be” items (referred to as values) were included in the third section of the 
questionnaire. Questions regarding society culture practices start with the words “In this 
society ...”, while the “should be” questions begin with “In this society...” or “I believe that 
...”. In the organizational culture questionnaire the word “society” is replaced by 
“organization”. By asking questions concerning cultural practices it was assumed that the 
respondents were able to compare their society with other societies. Hofstede (2006) believes 
this assumption is naive. Furthermore, Hofstede (2010) argues that when the respondents 
were asked to describe existing practices in their society this mirrored their beliefs concerning 
values (how things should be done in the society). The respondents tended to evaluate their 
society from an ideological viewpoint. There is a little doubt that persons do feel that they are 
able to characterize both their own and others nations (Smith, 2006: 916). Inability of 
respondents to give competent answers when asked to assess their own and other cultures 
induce the likelihood that their responses will be stereotyped. Stereotyped answers will 
eventually lead to social desirability biases. More specifically, stereotypes “mostly comprise 
statements of behaviours or practices that respondents perceive to be widespread or to be 
278 
 
emphasised in their own organization or society” (Smith, 2006: 916).  Now, the question 
arises whether respondents are able to portray their societies validly (Hofstede, 2006). 
Hofstede (2006) argues that an international experience and an uncommonly open mind are 
required for a person to make a plausible comparison among one’s own society and others. 
Implicitly or explicitly, individual’s ratings will be mapped onto their prior experiences of the 
world, which may be more or less limited, and which will necessarily reflect the perspectives 
of those that are more salient to them (Smith, 2006: 916). Problem arises when a person is 
asked to characterise himself/herself, and to ask them to assess their society is considerably 
more complicated, since adequate comparators versus which to make judgements are going to 
be less familiar or less important. Some of the GLOBE questionnaire items referring to 
cultural practises are less vulnerable to error since they entail within-society comparison (e.g. 
“In this society, boys are encouraged more than girls to attain higher education”).  Then again, 
items generally include an implicit comparison with other societies (e.g. “In this society, 
orderliness and consistency are stressed, even at the expense of experimentation and 
innovation”). The items in the GLOBE questionnaires are designed and formulated to provoke 
respondents to answer from a subjective perspective. A more impersonal formulation of the 
questions (using case examples) would probably neutralize this issue. In addition, Earley 
(2006) observed an inadequate evaluation of cultural practices, whereas McCrae et al. (2008) 
argue that several GLOBE’s societal practice scales extracted unsupported stereotypes than 
objective characteristics of the society. Findings of McCrae and associates (2008) reveal that 
assertiveness and humane orientation culture scales are mainly stereotypes of low versus high 
agreeableness, and that the future orientation and uncertainty avoidance practice items include 
stereotypes of high conscientiousness; although none of these stereotypes coincide to actually 
accumulated assessed individuality measurements. Furthermore, GLOBE was not capable to 
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register a positive correlation between practices and values, same as the broadly utilized 
onion-diagram of culture (Hofstede, 1980) suggests. Quite the opposite, the GLOBE findings 
displayed negative links for seven of nine dimensions of culture. Several authors presented 
possible justification for such findings. Amongst them Maseland and van Hoorn (2009) offer 
marginal utility theory (respondents exhibit marginal preferences before values), Brewer and 
Venaik (2009) take into consideration the microeconomic theorem of diminishing marginal 
utility, while Taras et al. (2010) suggest conceptions such as anchoring and priming. Even 
though there is no consensus between the scholars, there appears to be agreement that values 
in some way might be formed by existing cultural practices, at least partially. One must bear 
this in mind while interpreting the findings rooted on the GLOBE methodology. This refers to 
the interpretation of organizational cultural practices and values as well, since the two 
questionnaires are identical; only divergence is that within the organizational culture 
questionnaire the word “society” is substituted by “organization”. Hence, this explanation will 
not be repeated when explaining possible reasons for the findings for each society and 
organizational dimension of culture, unless there is a divergence from the general patterns. 
Even though this justification will not be repeated, it is considered as a plausible explanation 
for the findings on each society and organizational dimension of culture investigated.  
 The breakdown of the socialist ideology and regime followed by the quadrennial war 
and later Bosnian independency caused, on the one side great sense of energy and arousal, but 
at the same time enormous setback in economic growth, net personal earnings, living 
standards, unemployment, inflation, and other significant economic indicators, as well as 
immense human and physical loses. Many came out as losers of the war and ongoing socio-
economic transition: people lost their employment whilst dealing with rising market prices. 
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Social safety provided within the communist regime was suddenly replaced by the new 
taxation system, inflation and economic shock treatments.  
 Heritage of the Bosnian society is the high power stratification; it is one of the 
traditional characteristics of the Bosnian culture. It is based on the concentration of power at 
the top of the families, communities, institutions, and society. This denotes that people 
recognize a hierarchical order in which everyone has a place and which requests no additional 
explanation. Within such cultural circumstances, people tend to be dependent on individuals 
on power (within family, organization, and/or society), anticipate nurturing from them, and 
evade taking on responsibility. Then again, people incline to experience ineffectiveness, 
injustice, learned powerlessness, pessimism, anxiety related to work place, discrimination, 
and nepotism. The perception of freedom and the feeling of control over life have been 
merged with the sensation of bewilderment, anxiety and ambiguity. The fall of the prevailing 
socialist system and philosophy resulted in enthusiasm and replacement of almost all of the 
social establishments. However, the lengthy expansion of modern institutions left a substantial 
gap among one’s desire for stability and the existing Bosnian post-communist and post-war 
transition environment. As an outcome of alteration and socio-economic transition processes, 
several social cultural practices appear to be unexpected. Surprising results were found for 
uncertainty avoidance and institutional collectivism. Uncertainty acceptance in the region is 
one of the most surprising findings. Religious traditions (Orthodoxy, Catholicism, and Islam) 
of Bosnia suggest uncertainty avoidance, not uncertainty bearing. Hofstede’s (1980, 1991) 
findings disclosed a very high preference for avoiding uncertainty in former Yugoslavia. This 
implied that society maintained strict rules of behaviour and belief and is intolerant of 
unconventional behaviour, thoughts and suggestions (Hofstede, 1980, 1991, 2010). Regarding 
cultural values on uncertainty avoidance the “pendulum” shifts significantly towards much 
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higher level of uncertainty avoidance. Furthermore, Bosnia is usually seen as a collectivistic 
culture (same as the other Balkan and East European countries). This opinion is based on the 
strong influence and importance of religion, and on collectivistic ideology. However, Bosnia 
does not score high on institutional collectivism (same as the countries from Eastern Europe 
Cluster). The value score shifts again towards the other end of the scale.  
 To provide a valid explanation for this phenomenon is tremendously difficult. After a 
thorough examination of the questionnaire items assessing the variables, two different 
explanations emerge. First explanation could be that they are measures of beliefs, values, 
attitudes, and norms frozen into cultural practices. The second explanation could be that they 
are measures of the way people perceive their surrounding (not inevitably altered into the 
deeper stage of standards, beliefs, values, attitudes, and norms, but evidently recognized 
features of observed surroundings as social facts). Most probably the second solution should 
be regarded as an explanation of Bosnian society cultural findings. On the territory of Bosnia, 
where powerful kingdoms have developed and vanished, Bosnians have cultivated 
behavioural models of fitting and modification on the one side (practices), and maintaining 
detachment from what is occurring to them on the other (perceptions).  
 Based on the previous discussion, I have developed the subsequent conclusion. 
Disintegration of Yugoslavia, quadrennial war and the socio-economic transition of Bosnian 
society have resulted in significant modification in individual’s observation of contemporary 
social practices: personal favouritism a propos the objectives of collectivism, the short term 
orientation, rewarding of practices not connected to real accomplishments, and declined 
human circumstances. This comes logically along with the economically shrinking Bosnian 
society. Hence, I presume that the societal cultural practice scores will move towards the 
282 
 
desired degree with the realization of the transition phase. This should be tested in some years 
from now. 
 
5.1.3 Organizational culture – summary of findings 
The highest organizational culture practice scores were recorded in power distance (5.49) and 
uncertainty avoidance (4.59). In-group collectivism (4.10) and assertiveness (4.02) scores are 
around the neutral range on scale. Humane orientation (3.76), institutional collectivism (3.59), 
future orientation (3.53), gender egalitarianism (3.52), and performance orientation (3.41) 
scores are relatively low. Financial services score highest on almost all cultural dimensions, 
except on uncertainty avoidance, power distance, and assertiveness. Conversely, food industry 
scores lowest on almost all cultural dimensions, apart from power distance, uncertainty 
avoidance and future orientation. Furthermore, food processing industry scores show the 
biggest contrast compared to the overall country scores. Telecommunication sector scores 
represent the best the overall score on organizational culture practices for Bosnia. The three 
branches of industry scores are almost the same on assertiveness. The three sectors of industry 
ranking of cultural dimensions are somewhat dissimilar, which indicates that the cultural 
profiles of the industries researched are rather divergent. This denotes that culture of the 
organizations in Bosnia is influenced by the industry in which they function (supported by 
seven out of nine possible statistically significant differences found on cultural dimensions 
between three sectors of industry). 
The highest scoring expectations regarding organizational culture are performance 
orientation (6.31), in-group collectivism (6.03), future orientation (5.91), and humane 
orientation (5.52). Relatively high scores are recorded in uncertainty avoidance (5.06), gender 
egalitarianism (4.97), institutional collectivism (4.96), and assertiveness (4.41). The lowest 
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organizational culture value is recorded for power distance (2.90). All three industries display 
big contrast compared to the organizational culture practices. The three sectors of industry 
show unexpected similarity to each other. With only few exemptions (uncertainty avoidance, 
assertiveness, and power distance) the three industries score in a relatively narrow range. 
Moreover, the ranking of cultural variables is almost the same in all industries investigated. 
Organizational culture value scores have equalizing effects, which points out to the influence 
of Bosnian societal culture on the culture of Bosnian organizations. 
 
 
5.1.4 Discussion on Bosnian organizational culture 
What could be seen from the previous part is that the shift between organizational culture 
practices and values is less severe than what could be seen on the society level. There is a 
significant and negative connection between practices and expectations for almost all 
investigated dimensions of culture. Particularly, power distance, future orientation, and 
performance orientation tend to shift from one extreme on the 7-point scale to desired values 
placed on the other extreme of the scale. Comparing Bosnian organizational practices and 
values scores one can perceive a strong necessity for the altering of the actual culture 
alongside all investigated dimensions of culture. I propose two possible explanations for the 
discrepancies among existing and expected values in Bosnian organizations. Firstly, it could 
be assumed that, within Bosnian organizations, there is a positive cultural alteration process, 
generating challenges to the managers and instigating necessity for learning processes. This 
explanation may release constructive forces and motivation into the process of advancing 
competitiveness at micro and macro levels. Secondly, it can be assumed, that the shifting in 
the direction of the anticipated cultural values has considerable restrictions. If this solution is 
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accepted, it has damaging consequences: a merely passive recognition and modification to the 
conditions, decreased enthusiasm and feelings of distrust in changes could occur.  
Bosnian independency, followed by quadrennial war and socio-economic 
transformation created an entirely new environment for Bosnian companies and managers. 
Bosnian organizations and managers suddenly had to deal with: 
 Unqualified and inefficient workforce, outdated equipment and factories. 
 Significantly higher rate of unemployment, which particularly affected the young, the 
hindered and low-qualified workers.  
 Fulltime employment, a basic characteristic of centrally planned economies, vanished. 
 Mass migrations and the exodus of the labour force to foreign countries. 
 New political system and establishments. 
 Elevated inflation rates. 
 Steadily transformed economic regulations (taxation system, new company acts, 
employment regulations, etc.). 
 Privatization of previously state owned companies. 
 Fall down of conventional socialist markets, problems of entering new, and 
diminished domestic purchasing capacity.  
 Ending of financing of central credits and fiscal relocation. 
 New currency and security markets, establishment of stock exchanges, transformed 
and privatised banking system, higher commercial interest rates.   
As an outcome of such complex post-war and socio-economic transition processes, 
several social cultural practices appear to be surprising. Surprising results were found for 
future orientation and performance orientation. This is surprising due to the fact that the main 
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goal of every organization is maximizing organizational profits by planning and investing in 
the future, and rewarding based on performance improvements. Organizations need to be 
prepared to meet future environmental modifications. However, it seems that Bosnian 
managers are oriented on maximizing organizations’ current profits, which may sub-optimize 
future profits. This could be a result of traditional reliance of organizations (particularly those 
from telecommunication sector) on government control, which contributes to weaker future 
orientation and rewards based on other factors but achievement (e.g. influence, power, 
political connections). Another reason could be the design of the organizational questionnaire, 
which was elaborated in detail within the part devoted to discussion on the society culture 
findings. Hence, it will not be repeated at this point. 
 
5.1.5 Interpretation of each particular dimension of culture 
Within this section, I am examining the possible explanations standing behind the findings on 
each dimension of culture investigated (on both, society and organizational level). 
Furthermore, where applicable, I compare Bosnian data with previous empirical research in 
order to detect possible alterations.   
 
5.1.5.1 Uncertainty avoidance 
Uncertainty avoidance is the extent to which members of an organization or society strive to 
avoid uncertainty by relying on established social norms, rituals, and bureaucratic practices 
(House et al., 2004: 11). Findings show a big gap between practices (reality), and values and 
expectations in Bosnian society (“pendulum pattern”). Bosnian middle level managers 
perceive Bosnian society as highly uncertainty bearing and desire the level of uncertainty 
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avoidance to be considerably higher; they would like to belong to a society providing more 
predictable and stable environment. Middle level managers would prefer more security and 
guidance in times of transition where uncertainty is usually very high. Norms, rules, 
procedures, etc. ensure stability for the economy, company, or society.   
Bosnian society is a traditional society, which was under the communist regime for 47 
years (1945-1992). Communist regime provided security, protection and control over life and 
work. Social environment was very stable and inflexible, with a low rate of change. Economy 
was centrally planned and based on a large state owned companies. Communism provided 
highly protective social environment. In most of the cases, people had lifelong employment 
and job security. Education and health care were free and available to everyone. The economy 
was open with the freedom of circulation of individuals and goods across boundaries. Social 
ownership granted rights to workforce to enjoy economic benefits of ownership, although 
from the legal position they did not possess organizations. The life was very predictable if a 
person was respecting rules of the society. Hofstede’s (1980, 1991) findings confirm very 
high preference for avoiding uncertainty in former Yugoslavia. This implied that society 
maintained strict rules of behaviour and belief and is intolerant of unconventional behaviour, 
thoughts and suggestions (Hofstede, 1980, 1991, 2010). Abruptly, the war started and 
everything was altered. 
The war in Bosnia (March 1992 – November 1995) brought radical changes into 
Bosnian society. It was a cultural shock for the Bosnians. The human loss was enormous. Half 
of the pre-war population was displaced and many lost their lives. Suddenly, people were 
confronted with a high intensity of political, economical, cultural, social, legal, and other 
changes. That led people being incapable to cope with the magnitude of a change, well 
beyond their capability to assimilate to a change. The past times that provided stability and 
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security was no longer valid. People in Bosnia lost a clear sense of course in the new 
uncertain environment. The end of the war brought more stable social environment, but also a 
very complex situation in Bosnia. At the same time, Bosnians had to find ways to heal 
physical and psychological wounds of the war and to move fast towards the transition from a 
centrally planned to a market-driven economy.  
Bosnian organizations coming from the three sectors of industry exhibit significantly 
higher levels of uncertainty avoidance than the Bosnian society in general. The need to 
increase control on the organizational level is more alleviated. Financial services and 
especially food processing industry are already organized and ruled based upon a high number 
of rules and regulations in order to restrain the high risk of the two industries. The shift 
between practices and values within these two industries is exhibiting “complementary 
pattern” and it moves in the same direction. Telecommunication sector, contrasting the food 
processing and financial industry, displays more similar pattern with societal culture. 
Telecommunication sector is perceived as much more uncertainty bearing than the other two. 
Practice score shifts from relatively low towards much higher desired profile. However, the 
shift between practices and values is moderate and not as severe as on the society level. These 
results come as no surprise considering narrower goals and limited resources of organisations. 
Generally, organizations are focused on the production of limited set of products and services.  
The main goal of every organization, regardless of its character, is to maintain the positive 
outcomes (success). Consequently the need to avoid uncertainty of the future by relying on 
technology, rules, policies, and regulations is higher than on the society level. Organizations 
defy uncertainty of the future, throughout behaviour of both workers and stakeholders, as well 
as the external agencies with which the organizations interrelate (Hofstede, 2001, 2010). 
Technology, rules and regulations provide more predictable behaviour. Organizational rituals 
288 
 
consist of events such as business meetings, which have both adequate and prescribed 
behaviours, as well as management trainings programs, which are often instigation rites for 
possible organizational leaders (Hofstede, 2001; De Luque and Javidan, 2004). Numerous 
other uncertainty-avoiding rituals can be perceived in organizations, Hofstede (2001) remarks, 
“the writing and filling memos and reports, accounting, planning and control systems, 
computer simulations, and the nomination of experts as persons who are beyond uncertainty” 
(pp.148). Among industries studied in Bosnia, food processing industry exhibits the highest 
level of uncertainty avoidance. Most probably, such high uncertainty avoidance comes as a 
result of higher dependency of food processing industry upon strict planning of every single 
phase of the production process in order to assure anticipated level of quality (more if their 
goal is to enter the markets outside Bosnian borders where competition is much stronger). 
Organizations from financial services exhibit more moderate level of uncertainty avoidance, 
which is nearer to the society level of uncertainty avoidance. This appears as an outcome of 
the implementation of western management practices, as well as the security and risk control 
within the financial sector, and also fierce competition and complexity in the sector. 
Organizations from the telecommunication sector exhibit highest level of uncertainty bearing. 
This could be a consequence of traditional dependence of these organizations on government 
control (main owner is still the government).  
The studies implemented in Bosnia after the split from the former communist state are 
somewhat contradicting. Empirical findings from Tipuruć et al. (2007), using an adapted 
version of Hofstede’s questionnaire, disclose high uncertainty avoidance based on relying on 
strict rules and regulations in Bosnian society. One year later, Goić et al. (2008), using the 
model developed by Trompenaars, have also found that Bosnians are displaying a tendency 
for following strict standards and rules. Nevertheless, Goić et al. (2008) address the concern 
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of perceptible divergences in national culture findings between the samples included within 
the study (the sample from Sarajevo and the sample from Banja Luka) on this particular 
dimension. More precisely, the respondents from Sarajevo showed significantly higher (above 
average) tendency for following strict standards and rules, while respondents from Banja 
Luka rely more on relationship than rules and regulations. Hofestede’s results (2010) indicate 
that Bosnian society is grounded on strict social norms and rules. On the other hand, findings 
from Hirt and Ortlieb (2012) illustrate that Bosnians are oriented to relationships. Similarly, 
empirical findings of this particular study are showing a tendency of the Bosnian society and 
organizations towards bearing the uncertainty rather than avoiding it based upon established 
social and organizational norms, rules and standards.  
 
5.1.5.2 Power distance 
Power distance is the degree to which members of an organizations or society expect and 
agree that power should be stratified and concentrated at higher levels of an organization or 
government (House et al., 2004: 12).  Empirical data presented in the previous chapter 
uncovers extremely high score on power distance practices of 6.39. Quite the opposite, 
Bosnian power distance value score of 2.04 is very low, which follows the common trend 
among the societies studied within the GLOBE project towards reduction of power distance. 
Bosnian middle managers perceive extremely high power distance within Bosnian society and 
would like to significantly lower it. The difference between power distance practices and 
values is the highest of all nine cultural dimensions for Bosnia.  
The existing level of power distance within Bosnian society is in consistency with the 
data obtained by Geert Hofstede (1980, 1991), where former Yugoslavia was typified as a 
country high on power distance index. Furthermore, empirical studies implemented in Bosnia 
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after its independency from Yugoslavia have confirmed high power stratification within the 
society. Specifically, Tipurić et al. (2007) have found that Bosnian culture is high on power 
distance orientation, although with the perceptible trend of reducing power stratification 
within the society. Correspondingly, Goić et al. (2008) have also discovered that Bosnian 
society is highly role and power oriented. 
High power distance is one of the traditional characteristics of the Bosnian culture. It 
is based on the concentration of power at the top of the families, communities, institutions, 
and society. This denotes that people recognize a hierarchical order in which everyone has a 
place and which requests no additional explanation. Roots of high power distance originate 
from the strong influence of the religion on the Bosnian society and Bosnian culture. The 
culture of Bosnia has been shaped under the strong influence of three major religions: Eastern 
Christian Orthodoxy, Roman Catholicism, and Islam. For centuries (Christianity from the 6, 
and Islam from the 15 century AD), these religions have been developing patriarchal values 
(cult of hierarchy, obedience and submission to the authorities in charge) within Bosnian 
society. Today, around 44 % of the Bosnian population declares belonging to Islam, 32% to 
Eastern Christian Orthodoxy, and 17% to Roman Catholicism (BHAS, 2012). Only 7% of the 
population declared belonging to other religious groups (BHAS, 2012). 
 Christianity is a monotheistic religion established on the belief that Jesus Christ was 
the son of the God and that he is the Lord and saviour of humanity (Orthodox and Catholic 
Bible). By the 4 century AD, Christianity developed into an autonomous imperial religion. 
Nowadays, Christianity is present in each part of the world, comprising a quarter of the 
world’s population. As the Christianity expanded, it became more formally structured. 
Cultural, linguistic, political, and theological divergences within the Christianity led to schism 
(1054) into two parts: Eastern Orthodox Church and Roman Catholic Church.  
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Within Orthodoxy, Jesus Christ is perceived as the head of the Church, while the 
Church itself is his body (Orthodox Bible). The main objective of individuals belonging to 
Orthodoxy is to constantly bring themselves closer to God throughout their existence. The 
beliefs taught by Jesus to the apostles are depicted within the holy Bible which represents the 
main pillar of the religion. There is not one person to be the head of the Orthodox Church, 
like the Pope in Catholicism. The Church is consisted of numerous autonomous ecclesial 
(autocephalous) bodies, each of which is territorially independent but theologically united. 
Each autonomous unit is guided by a Holy Synod chaired by the patriarch. It is believed that 
the grace of God is transmitted onto Orthodox patriarchs and canonicate throughout the 
placing on hands - a tradition initiated by the apostles. Patriarchs are equivalent in power and 
influence and cannot intervene in the authority of another patriarch. Bosnian Orthodox 
Church is under the jurisdiction of Serbian Orthodox Church and Serbian Patriarch. The 
Church is organised within one Metropolitanate of Dabar and Bosnia (chaired in Sarajevo) 
and four eparchies: Banjaluka, Bihać and Petrovac, Zahum and Hercegoivna, and Zvornik and 
Tuzla (Cvitković, 1981). Metropolitan of Dabar and Bosnia is the head of the Bosnian 
Orthodox Church, while each of the eparchies is headed by a Bishop. Dioceses are further 
alienated into Episcopal deaneries. Each deanery includes numerous church congregations 
and/or parishes. Each church congregation includes one or more parishes (which is the 
smallest church unit).  
The Catholic Church ministry, which is centrally headed by the Pope, is divided into 
the order of episcopate, presbyterate, and diaconate. The main mission of the Catholic Church 
is spreading the gospel of Jesus Christ. The teachings of the Catholic Church are based upon 
the Catholic Bible. Under the Turkish occupation, the Bishopric of Bosnia had merely titular 
existence. In 1973, the Pope Clement XII recognised Bosnian diocese as the Vicariate 
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Apostolic of Bosnia (Cvitković, 1981). The church is headed by the Archbishop Vrhbosna of 
Sarajevo (Archbishop has some jurisdictions over other bishops). Ever since 1864 Bosnian 
Catholic Church has been divided into three bishoprics: Banjaluka, Mostar-Duvno and 
Trebinje. The three bishoprics are guided by a bishop. Dioceses are further alienated into 
parishes, which are supervised by one or more priests. Priests could be assisted by deacons.  
The power, strength, authority, and the influence of the Orthodox and Catholic 
churches became more pronounced as the consequence of shared support among the churches 
and the leaders of the countries (Mahmutćehajić, 2003). Both, Orthodox and Catholic Church 
sustain status quo in the societies, centralized control and hierarchy, and they remain to 
perceive women as incompatible to embrace the highest positions inside the churches 
organizations (this refers to Islam as well - having no women in the positions within the 
mosques) (Cvitković, 1981). Accordingly, Bosnian society being predominantly Christian 
leans towards higher power stratification.   
 Islam is one of the three monotheistic religions, besides Judaism and Christianity. The 
history of Islam starts with the prophet Mohammed. Mohammed was the last and greatest 
prophet of Allah. His message was simple and said that every single person is equal before 
Allah, and that one should live a pure life by following the five pillars of Islam: having no 
other god except Allah and Mohammed is the God’s messenger; establishing regular worship; 
paying zakat to the poor and those in need; fasting for Ramadan; and performing the hajj 
pilgrimage (Cvitković, 1981). The organizational structure of the Islamic community consists 
of jama’ats, majlises, mufti offices, the Riyasat, Ra’is al-’Ulama’, the Council of the Islamic 
community and the Constitutional court (Karčić, 2009; retrieved from 
http://fikretkarcic.wordpress.com/2009/08/01/the-institutionalization-of-islam-in-bosnia-and-
herzegovina/). The basic organizational unit is jama’ats, whereas the highest religious and 
293 
 
administrative unit is the Riyasat, headed by Ra’is ul-’Ulama’ (placed in Sarajevo). Islamic 
community does not have the same church hierarchy or church authority like in Catholicism 
and Orthodoxy (Cvitković, 1981). Islam does not support high power stratification; quite the 
opposite, Islam has no chains of command in its system of mosques, nor are there any 
positions of power inside mosques (Cvitković, 1981; Karčić, 2009). However, historically 
observed, Islam and Bosnian culture typified by high power distance has been coexisting 
comfortably.  
 High power distance within Bosnian society and organizations can be traced in the 
Bosnian culture and its roots. According to Cvijić (1991b), Bosnian culture draws its roots 
from Dinaric and Oriental culture. Dinaric culture is most likely older than the Slavic 
inhabitants of this region. Dinaric culture can be recognized as the autochthonous culture of 
Bosnia, which originates from the central mountainous regions of the Western Balkans.  On 
the other hand, Oriental culture was primarily brought by the Turks. Cvijić (1991b) describes 
the Dinaric and Oriental culture, among other, as giving high importance to family and 
patriarchal values, obeying and respecting strict rules and regulations (transmitted from one 
generation to another), group oriented behaviours, and respect for hierarchy and obedience. 
Bilić and Goić, (2008) describe Dinaric culture as having: “moderate level of particularism, 
combination of collectivism (in the sense of high importance of family and clan), but with 
quite a high level of individualism with adult male members, mixing of the personal and 
business sphere, moderate to low level of emotion display, very high importance of hierarchy, 
age, gender, …, strong orientation towards the past, and high orientation towards adaptation 
to the environment” (47-48). They describe Oriental culture as holding: “very high level of 
particularism, strong communitarism, significant mixing of the private and business sphere, 
very high level of emotion display in business, very strong importance of hierarchy, age, 
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gender, …, dominant orientation towards the past, and high attitude towards adaptation to the 
environment” (Bilić and Goić, 2008: 47). 
 Another reason for very high power distance could be the heritage of the communist 
regime, which was based on the centrally planned society, both in economic and political 
sense. Previously, Bosnia was one of the socialist republics of Yugoslavia. Yugoslavia was a 
communist state established on the Communist party (Tito was the president of Yugoslavia 
from 1945 until his death in 1980), the Yugoslav People’s Army (JNA), the Police, and the 
idea of employee’s self-management. Most of the decisions were made at the highest levels of 
the Communist party. Every citizen of former Yugoslavia knew his/her role within the 
society, the communist party, and their organizations. The economic system in Yugoslavia 
was organized as a combined planned communist economy and a decentralized, employee’s 
self-management market socialist economy. Although possessed by the state, companies in 
Yugoslavian were  administered by the workers themselves throughout Workers’ Council. 
However, Tannenbaum et al. (1974), in their study, found that, notwithstanding the extremely 
participative official system in Yugoslavia, there is a decisive lack of informal 
participativeness in the day-to-day communications of managers and subordinates. Having 
developed from a tradition founded on authoritarian hierarchical models, there was little 
interest for the social orientation of self-management and personal responsibility 
(Tannenbaum et al., 1974).  Hence, tradition with the essential factors of a democratic 
government is another important factor predicting a society’s level of power distance. 
Societies having a long experience with the democratic rights of free speech, free association, 
and access to the contest for governmental power sharing, will have less power stratification 
and centralization (Carl, Gupta, and Javidan, 2004: 525). For centuries, Bosnia was governed 
by different empires. During this period, people had limited freedom and were obligated to 
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obey to the sovereigns. This resulted in countless rebellions and wars throughout the history 
of Bosnia. For almost five centuries Bosnia was ruled by the Ottoman Empire, which 
enforced numerous new regulations and taxes, new political and economic system, new 
hierarchical order, as well as the new religion. Cvijić (1991b) observed that under the 
influence of the Ottoman Empire people in Bosnia have developed behaviours of clearly 
expressed preference for discipline, obedience and inferiority. Furthermore, he remarks “that 
maybe there is no religion similar to Islam that can so profoundly alter the way of living and 
characteristics of a specific nation” (Cvijić, 1991b: 51). As the power of the Ottoman Empire 
started to decrease, Austro-Hungarians took over the control in Balkans and endured on this 
area for almost fifty years implementing political, economic, and social changes. The Balkan 
wars and the development of the Kingdom of Yugoslavia laid the foundation for existing 
democracy.  
Today, in contemporary Bosnian society, the opportunities for people are mostly based 
on the influence, power and political connections. The recent UNODC report on corruption in 
the western Balkans show that “the people of Bosnia rank corruption as the most important 
problem facing their country after unemployment and poverty” (UNODC, 2011:7). The 
respect for authority is still present in Bosnian society. By most of the respondents, high 
power distance within Bosnian society is considered to be undesirable and unfair. Due to the 
desire of Bosnians for democratic reforms in Bosnian society, the value score for power 
distance is very low. 
 Generally speaking, organizations tend to reflect the culture of power distance 
practices and values of their societies. The organizational mean for power distance practices 
equals 5.49, and for power distance values 2.90. Hierarchy within an organization with high 
power distance is perceived as mirroring inherent inequities, centralization is accepted, and 
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subordinates anticipate to be told what to do (Hofstede, 1980). In other words, Bosnian 
organizations currently have high degree of power hierarchy in practice, and they prefer to 
reach a greater degree of power equality. Practice scores for power distance, within all sectors 
of industry investigated, tend to swing from a score around value 5-6 on a 7-point scale 
towards the desired profile for this dimension which is closer to the other extreme of the scale. 
However, the degree of organizational power distance practices is substantially lower than in 
the society. The desired degree of power control at both society and company level should be 
significantly reduced. Within industries studied companies from financial sector exhibit 
lowest degree of power distance practices (4.99). This could be attributed to the fact that most 
of the financial organizations in Bosnia are privatized by the western companies and thus 
implementing western management practices. A much higher level of power distance within 
telecommunication sector and food processing industry could be grounded within the fact that 
these industries maintain more traditional ways of managing with a higher level of power 
distance among managers and subordinates. In general, a possible explanation of a lower level 
of organizational power distance practices is grounded in the character of organizations 
contrasted to societies. More precisely, organizations have narrower goals, a narrower scope 
of power stages, and limited resources. Organizations usually produce limited set of products 
and services, and managers’ influence is correlated to the work environment and to the 
organization’s objectives. This is much broader on the society level. The higher levels of 
desired power distance in organizations than at the society level could be also explained by 
the nature of organizations contrasted to societies. In order to accomplish organizational goals 
and outputs it is necessary to establish working relationships that facilitate decision making 
and action. These relationships demand an agreement among supervisors and subordinates in 
which decision making by upper levels is normally acceptable. By becoming members of an 
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organization, employees offer their implicit or explicit recognition of power and are, thus, 
more tolerant of higher degrees of power distance within organizations than in a society, in 
which such an agreement does not exist.   
 
5.1.5.3 Individualism and collectivism 
Individualism and collectivism describes the relationship between the individual and the 
collectivity that prevails in a given society (Hofstede, 2001: 209). The GLOBE project 
distinguishes between institutional collectivism and in-group collectivism, which are 
measured on both society and organizational level. Institutional collectivism is the degree to 
which organizational and societal institutional practices encourage and reward collective 
distribution of resources and collective action, whereas in-group collectivism is the degree to 
which individuals express pride, loyalty, and cohesiveness in their organizations or families 
(House et al., 2004: 12). Bosnian managers perceive existing institutional collectivism in 
Bosnian society to be fairly low (relatively high individualism), and would like to belong to a 
much more collectivistic society. The shift between practices and values is relatively 
moderate and not at all severe. Again, the same plausible explanation imposes as for the other 
GLOBE dimensions of culture, e.g. the way questionnaire items assessing institutional 
collectivism could have an impact on the way people provided their answers to questions. 
There might be an impact of one’s beliefs regarding cultural values on the perceived practices. 
Moreover, individual values are most probably influenced by what is observed as absent 
within the society. 
According to Hofstede’s findings (1980, 1991), Yugoslavia was considered a 
collectivistic society. This is manifested in a strong long-term dedication to the members of a 
group, whether it is a close family, extended family, or extended relationships (Hofstede, 
298 
 
2001). Loyalty in a collectivist culture is predominant and over-rides most other societal rules 
and regulations (Hofstede, 1980, 1991, 2001). The society promotes tight relationships where 
every person takes responsibility for their in-group members. Yugoslavia was established 
with the joint forces of the members of the communist party and the partisans. Formerly 
mainly agricultural country was rebuilt and developed by its citizens. The sense of a common 
goal and a common ideology was extremely strong. As it was mentioned earlier, the 
communist regime provided security, protection and control over life and work for most of 
Yugoslavians. National identity was particularly strong. Also, Cvijić (1991b), in his 
explorations, has observed that people from Bosnia and their ancestors exhibit extremely high 
sense of national identity, pride and loyalty. The sense of belonging to and identifying with a 
society was enormous, and people were highly interdependent with their organizations. 
Traditional society and collectivistic communist system, established on values and ideology 
of support, protection, have led to institutionalization on the need for social protection at 
national level. Suddenly, the life people were accustomed to, the state and the ideology they 
believed in disappeared.  
 Bosnia is usually seen as a collectivistic culture (same as the other East European 
countries). This opinion is based on the strong influence and importance of religion, and on 
collectivistic ideology. However, none of the countries from Eastern Europe Cluster scored 
high in institutional collectivism (Gelfand, et al., 2004).  This cultural occurrence could be 
connected to the collapse of the socialist regime and ideology, which caused substantial 
regression in economic growth, net personal income, living standards, unemployment, 
inflation, etc. Many Bosnians lost their employments while having to deal with rising market 
prices. Same applies to Bosnia: end of the socialist era, followed by the civil war, and later 
with the socio-economic transition of Bosnian society have made significant changes in 
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people’s perception of contemporary social practices. During and after the war, Bosnian 
economy suffered huge setback, which caused higher unemployment rate, lover living 
standards, poverty, high inflation, displaced people, immense human los, etc. People had high 
expectations to receive from the society and, at the same time, low tendency to give to the 
society. Accordingly, people observe as undeserved the ratio among give and receive, 
anticipating to receive from the society, and to give afterwards, if there is something to be 
given. These changes have increased the individualistic behaviour in Bosnia. Though, 
collectivistic behaviour was important throughout the history of Bosnia. It was particularly 
important in cases of high danger, fight for survival, or emergency, such as rebellions during 
the Ottoman control over the region, in Balkan and World Wars, etc. However, it seems that 
once when the danger is over, the need to act collectivistic is replaced again with the 
individualistic behaviour.  
Other empirical studies implemented in Bosnia after its independency, show similar 
results to this study findings. Tipuruć et al. (2007) noted that Bosnia confirmed the ranking 
from Hofstede’s original research on each cultural dimension, however, with significant 
progress transfer towards the individualism. Goić et al. (2008) have discovered that Bosnians 
exhibit relatively high level of individualism where individual accomplishments and creativity 
is appreciated more.  
On the other hand, scores for both dimensions on in-group collectivism in Bosnia are 
the same. The difference of 0.01 is insignificant. The results show that Bosnian middle level 
managers perceive and expect closer relationships and cooperativeness within their families or 
organizations, than it is on the level of their social environment, where they behave more 
individualistic. This pattern is rather an exception from the cultural practices and values 
investigated.  
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 The strong feeling of belonging to the families and organizations is a cultural tradition 
of people living in Bosnia. It is based on the high importance given to the family and family 
values. In Bosnian society, family is seen as the most important unit of the society. When one 
says family in Bosnia, it includes not only parents and children, but also elderly, aunts, uncles, 
nephews, nieces, cousins, as well as family in-law. While exploring the nations of the Balkan 
Peninsula, Cvijić (1991b) have found that Bosnian culture has been formed under the strong 
influence of the Dinaric and Oriental culture. He further describes people of these two specific 
cultures as having strong family oriented and in-group values (a strong feeling of belonging to 
the families and clans), which was later transmitted onto and incorporated within Bosnians. 
Perhaps, this could be explained by the influence and significance of religion in the life of 
Bosnians. Within the Christian and Islamic tradition, for individuals to be saved, they had to 
embrace Jesus/Allah as their only one true God, and thus the establishment of a group identity 
came with conversion. Furthermore, Bosnian culture is based upon collectivistic values, 
which was elaborated in the previous section of this chapter. 
 Organizations reflect the culture of institutional and in-group collectivism practices 
and values of Bosnian society. At the organizational level of investigation, managers perceive 
existing institutional collectivism to be quite low, and would prefer more collectivistic 
society. In contrast, Bosnian managers observe and anticipate closer relations and 
cooperativeness within their families or organizations. Nevertheless, perceived level of in-
group collectivism on the organizational level is lower than on the society level, and it is more 
on a neutral range. The swing between the practices and values on both dimensions belongs to 
more moderate range within financial sector, and is more severe within food processing 
industry and telecommunication services.  
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Generally, organizations that have collectivistic cultures have members who perceive 
themselves as highly inter-reliant with the organizations. Depending how strong collectivism 
is, an organization would become a part of employees’ self-identity. Furthermore, managers 
would presume that employees are eager to make individual sacrifices in their aims to fulfil 
their responsibilities towards others in the organization. In return, employees would anticipate 
organization to stand by their side even in difficult economic conditions.  
It is tremendously difficult to attain a causal justification of the presented 
contradiction: individualism of Bosnian society and organizational collectivism. In a fairly 
individualistic society, organizations tend to be more collectivistic. Perhaps this is an outcome 
of the communist legacy and political indoctrination: within organizations people were taught 
about the common interest of the working power, about people’s assets, about declining 
income disparities, etc. The level of organizational individualism/collectivism could be also 
explained with the same factors I used to explain the level of individualism/collectivism at the 
societal level: turbulent recent history, the transition period and the changes it brought along.   
 
5.1.5.4 Gender egalitarianism 
Gender egalitarianism is the degree to which an organization or a society minimizes gender 
role differences while promoting gender equality (House et al., 2004: 12). Hofstede (1980) 
distinguishes masculinity/femininity dimension as the “duality of female versus male” (176). 
Masculine societies will be focused on competition, accomplishment and achievement, with 
success being characterized by the winner/best in the field. In contrast, dominant values in a 
feminine society are caring for others and quality of life.  
Bosnian society practice score on this dimension is relatively low, while expected 
gender egalitarianism is much higher. Organizational gender equality mirrors the level of 
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existing and expected equality between men and woman in the Bosnian society. Though, 
somewhat higher desire of Bosnian middle managers for more equal opportunities for men 
and women within organizations is noticeable. This is consistent with the trend experienced 
on the world average, that in a fairly masculine world Bosnian managers would like to belong 
to a more feminine society. Bosnia, like all other GLOBE countries, shows the same tendency 
from relatively low perceived gender egalitarianism toward much higher valued gender 
egalitarianism. More egalitarianism among men and women in the world is primarily 
determined by the mentality and practices associated to female roles in the modern society. 
Negatively perceived practices on gender egalitarianism (on both, society and organizational 
level) tend to shift towards the desired values profile on the other endpoint on the scale. 
Though, this swing displays more moderate character.  
Looking far back at the history, the roles between men and women in Bosnian society 
were clearly identified and separated from each other. Women were in charge of the home 
(raising children, cooking, cleaning, etc.), whereas men were responsible for activities outside 
home (hunting, agriculture, providing food, etc.) (Cvijić, 1991b). With the development of the 
Socialist Federal Republic of Yugoslavia and the communist regime, the gender based social 
roles started to change. After the Second World War, the number of men decreased and 
women had to take over traditional mail activities. This way traditional men’s job (in industry, 
education, health, etc.) started to change into women’s occupations. Socialist regime provided 
equal access for women and men to education and social benefits. Hofstede’s research (1980, 
1991)29 sustains this claim, since Yugoslavia was found to be a feminine country. Within 
                                                          
29 Hofstede’s data for Bosnia were confirmed by Tipuruć et al. in 2007. According to Tipuruć et al. (2007), 
Bosnia was typified by dominant feminine values. These findings are rather divergent from my own. The 
difference could be attributed to divergent methodologies and the samples utilized for the two studies. 
Unfortunately, there are no other relevant studies in the field to extend the discussion and to find potential 
grounds for such findings.  
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feminine societies the spotlight is on “working in order to live”, supervisors endeavour for 
consensus, equality is valued highly, as well as team spirit and excellence in work. Conflict 
situations are settled by compromise and negotiation. Focus is on welfare while status is not 
shown. However, there has been a decline in perceived gender equality since the Hofstede’s 
research. The change could be connected to the recent Bosnian turbulent history, the shift 
from the socialist beliefs towards strengthening of the religious beliefs (Islam, Orthodoxy, and 
Catholicism). The three predominant monotheistic religions in Bosnia are linked by the fact 
that they all worship one male God. Furthermore, these religious groups are led entirely by 
men, which promote inequalities among men and women. According to Verweij et al. (1997), 
the culturally programmed predisposition to prescribe distinguished gender roles precedes a 
society’s religious beliefs, thoughts, and practices. Furthermore, Verweij et al. (1997) argue 
that the more feminine a nation’s culture, the less religiously oriented and orthodox its 
members. Thus, reinforcement of religious communities in Bosnia could be one of the reasons 
for lower level of gender egalitarianism.  
Today, women are involved in all spheres of Bosnian society, but not as frequently as 
men. Practically, Bosnian women are present in most of the jobs and professions, at all 
managerial levels, as well as independent entrepreneurs. However, number of women in 
politics is still very low, in contrast to other fields of activity.  
 
5.1.5.5 Assertiveness  
Assertiveness is the degree to which individuals in organizations or societies are assertive, 
confrontational, and aggressive in social relationships (House et al., 2004: 12). Broadly 
speaking, cultural assertiveness reflects beliefs as to whether people are or should be 
encouraged to be assertive, aggressive, and tough, or non-assertive, nonaggressive, and tender 
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in social relationship (Den Hartog, 2004: 395). Bosnian middle managers perceive Bosnian 
society as relatively non-assertive and passive in social confrontations. In other words, 
Bosnian managers perceive relatively low level of assertiveness in Bosnian society, and 
would like it to be even lower. This dimension exhibits a parallel (complementary) pattern 
between cultural practices and values. This is quite divergent from patterns from other 
cultural dimensions investigated within the scope of this research. Usually, negatively 
perceived practices tend to shift towards opposite positive value scores. McCrae et al. (2008) 
have found that “the assertiveness and humane orientation scales appear to be chiefly 
stereotypes of low versus high agreeableness, and although self-report personality data 
suggest that these stereotypes may have a grain of truth, observer rating data from a larger 
sample do not” (pp.808). 
Transitional changes of centrally planned Bosnian society to capitalism and free 
market demand more aggressive, confrontational, open, direct and competitive behaviour in 
order for the society to survive and to be successfully transformed. On the other hand, 
tradition of kindness and friendliness to other people (Cvijić, 1991b), as well as family bonds 
and nepotism limits this kind of assertive behaviour for many managers. Tradition of kindness 
and friendliness to other people is deep rooted in Christianity and Islam. Both religions are 
advocating belief in non-aggressive, non-assertive values to guide individual’s behaviour 
(Catholic Bible, Orthodox Bible, and Koran). According to the holly manuscripts (the two 
Bibles and Koran), these beliefs, in the end, will be rewarded. Thus, Bosnians express lower 
levels of assertive behaviour in every day interactions.  
The middle managers perceive more assertive behaviour in their organizations than it 
is on the society level, and surprisingly desire even higher level. However, the level of 
existing and expected assertiveness is within the neutral range. The level of perceived 
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assertive behaviour within the three sectors investigated is almost identical, which diminishes 
the impact of a particular industry on the existing assertive behaviour within these 
organizations. The strongest desire for more aggressive, confrontational and assertive is 
recorded in the financial sector, which again is in the neutral range on the scale. The swing 
between practices and values is characterized by complementary pattern. In fact, practice and 
value scores are positioned quite near to each other on the 7-point scale.  
Findings reflect more defensive and assertive behaviour in Bosnian organizations. 
Probably the inherited culture is still at the unfreezing phase (particularly in bigger 
organizations). Higher level of assertiveness within organizations could also result as an 
outcome of more competitive surroundings and desire to be dominant in the relationships with 
others.  
 
5.1.5.6 Future orientation 
Future orientation is the degree to which individuals in organizations or societies engage in 
future-oriented behaviours such as planning, investing in the future, and delaying individual 
or collective gratification (House et al., 2004: 12). Bosnian middle managers appear to 
observe Bosnian society focusing rather on the present than planning for the future, 
nevertheless anticipating considerable improvement in future orientation.  Society practices 
and values exhibit crossing pattern.  Negatively perceived practices tend to shift toward the 
other extreme (positive values). Similarly, Goić et al. (2008), using the model developed by 
Trompenaars, have found that Bosnians express higher level of “fatalism” and the attitude that 
they do not have the control over their environment and their lives. Tipuruć et al. (2007) have 
found that Bosnia is typified by emphasis on short term orientation. Furthermore, Hirt and 
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Ortlieb (2012) observed that Bosnians have little need for planning, usually 
appointments/invitations are made at short notice, problems and tasks are never settled ahead 
of time, very flexible concerning time, deadlines hardly kept and time-limits exceeded, 
lateness for appointments is usual, and problems exists with time estimation for specific tasks. 
However, Hofstede’s (2010) results illustrate Bosnian society as having a long-term 
orientation. 
Empirical findings imply that Bosnian society is focused on the present and on 
resolving problems on a daily base, mostly since they are perceived of being urgent and 
complex. Today is more certain than future. High orientation of Bosnians to present events 
displays the capability to enjoy the moment and be spontaneous. At the same time, it might 
indicate incapability or reluctance to plan a sequence to accomplish their desired objectives, 
and might not understand the warning signs that their present behaviour negatively impacts 
fulfilment of their objectives in the future (Keough et al., 1999).  
Bosnians seems to be unwilling to plan in advance, because they feel quite uncertain 
about the future. There is a common attitude of “who knows what the future brings” among 
the people living in Bosnia. This attitude is formed mostly due to the wars and threats that 
Bosnians have faced with over the years.  If one asks a Bosnian what are his/her plans for the 
future, it is most likely that one is going to receive the following answer: ”(Shrug their 
shoulders) I don’t know what will happen tomorrow, not to mention what I’ll be doing in five 
or ten years from now!” This attitude can be also linked with the strong influence of religion 
on the way people are thinking. Members of the Christian and Islamic religions believe in the 
concept of a sovereign God and humans are not able to comprehend, let alone, influence the 
future (Ashkanasy et al., 2004: 295). Christianity includes beliefs that sacrifice is valuable to 
salvation, being generous to others is an advantage, and people have to bear the wrongs that 
307 
 
have been done to them. Likewise, Islam emphasises partnership and mutual help. In 
Christianity and Islam everyone’s destiny is predetermined at birth, and everything that is 
happening in people’s lives is with a purpose of fulfilling this destiny. The God’s will is 
greater than one’s will, and all things and events are happening because that is the way they 
should happen, because it is a God’s will.  
Political instability in the region could be also attributed to a low orientation to the 
future. Bosnian administrative-territorial, governmental, and political structure is very 
complex. Bosnia is administratively alienated into two entities and one district: Federation of 
Bosnia and Herzegovina, and Republika Srpska, as well as a special territory identified as the 
Brčko District. Bosnia has a central Government, including the Parliament, a Three-member 
Presidency (one person to represent each of the main ethnic groups: a Bosnian Serb, a 
Bosnian Croat and a Bosniak, which are rotating every eight months for the period of four 
years), House of Representatives, House of People, a Constitutional court and single Central 
bank. Both entities have separate constitutions, which must be in consistency with the state 
Constitution. Entities and the district have their own independent legislative and executive 
authorities (see Chapter 4 for more details). Even though both entities and the district have 
legislative and executive powers, the highest political authority in the country is the High 
Representative, the chief executive officer for the international civilian presence in the 
country.  
Communist regime made major efforts to eradicate traditional religious values, and 
they seem to have had some success (Inglehart and Baker, 2000: 38). However, disintegration 
of Yugoslavia, the end of the communist regime, and recent civilian war in Bosnia 
empowered religions once again on this territory. Thus, complex political situation came 
again as the result of the empowering of the religious political parties in Bosnia and their 
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inability, based on different interests, to find a common solution. This resulted in a short-term 
orientation of the members of Bosnian society while change might be directed mainly by 
previous experiences, obstructing efforts towards strategic long-term planning. “Concepts of 
the ‘common weal’ and ‘individual’ rights are pushed aside and are no longer allowed a 
central role in discussion about how universal norms and values might guide our choices and 
decision-making process. This gives politics the power to destroy society itself. Mutually 
hostile, irreconcilable cultural and political blocks are formed. The community, incited by the 
politics of separation, demands the wherewithal for its own separate ‘reality’. Political 
dialogue becomes reduced to a squabble for a material interests, driven by people’s need to 
rationalize their own desire.” (Mahmutćehajić, 2003: 192).  
In the summer of 2008 Bosnia signed the Stabilization and Association Agreement 
with the European Union. In order to become a member of the European Union, and to access 
available European Union funds, detailed planning for the future is necessary and mandatory. 
This should change Bosnian orientation towards more detailed planning for the future. 
However, thus far, Bosnia achieved only few aims set by this Agreement. Perhaps, tomorrow 
brings better future for the Bosnian society and Bosnians.  
 At the organizational level, practices are reported to be more future oriented within 
organizations than throughout society.  This score is very close to the world average (3.85). 
Higher orientation to the future at organizational level is due to the desire for maximizing 
organizational profits. Future orientation in organizational surroundings includes preparing 
the organization to meet future environmental modifications, and therefore is one of the 
fundamental leadership functions. Organizational managers need to decide whether “to 
choose between maximizing their current profits, which may sub-optimize future profits, and 
developing a balance that would enhance overall profitability over both the short and long 
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terms” (Ashkanasy et al., 2004: 290). Among three industries studied, telecommunication 
sector has substantially lover practice score than the other two industries. This could be a 
result of traditional reliance on government control, which contributes to a weaker future 
orientation. The value score pattern across industries is quite similar and reflects desire for 
more planning for the future. The shift between future orientation practices and values within 
three sectors of industry has moderate crossing patterns and it is less severe than on the 
society level.  
 
5.1.5.7 Performance orientation 
Performance orientation is the degree to which an organization or society encourages and 
rewards group members for performance improvement and excellence (House et al., 2004: 
13). For this cultural dimension, Bosnia has a quite low practice score. On the other hand, the 
value score is very high. The gap between practices and values is substantial. It shows the 
desire of Bosnian managers for stronger orientation of the society towards encouraging 
performance improvements and excellence. Society performance orientation practices and 
values exhibit a crossing pattern. Negatively perceived practices tend to shift toward the other 
extreme and more positive values. Similarly, a study implemented by Goić et al. (2008) shows 
that Bosnians are placing a low significance to achievement.  
 The low-scoring cultures tend to “value social and family relations, loyalty, tradition, 
and seniority, and use subtle and indirect language” (Javidan, 2004: 276). Bosnian middle 
managers perceive that the social environment is not encouraging and does not reward 
performances, but is anticipating substantial improvement in performance orientation. It 
seems that there are no appropriate and impartial rewards for individual and group 
performances. Rewards in Bosnian society are mainly based on factors other than 
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performance effectiveness (they are usually based on political connections). A broadly 
accepted belief among Bosnians is that if you are a rich person, you are not an honest and 
good person. It is believed that rich people are involved in illegal and immoral activities, and 
that they have obtained their wealth illegitimately. Unfortunately, in many cases this is 
accurate. Many have obtained their wealth during the recent war (war profiteers), and from 
the questionable privatization of state companies. The reasons supporting this attitude could 
be the religious beliefs in Christianity and Islam that put emphasis on modesty and 
humbleness, and also, communist ideology established on collective property and prohibition 
of accumulating wealth. Being rich was not perceived as moral and every wealthy individual 
was subject to a legal prosecution. The law presupposed that a wealthy individual has to 
demonstrate that his or her wealth was due to legal actions. Then again, there is a conviction 
that one is not properly and equitably rewarded in accordance with his/her efforts and 
devotion. This belief is also sustained by the motivational system that does not reward 
sustainable performances. Doing things in a proper way is a requirement, hence is usual, and 
there is no need for a reward. Accordingly, there is no encouragement for improved 
performances.   
 The tree industries investigated are very specific and different from each other, with 
diverse histories and dynamics. However, it appears that they are representing general societal 
practices and values rather than those driven by the forces in a particular industry. 
Nevertheless, the food processing industry exhibits somewhat lower practices than they are on 
the society level and within the other two industries. The food processing industry is far from 
the European standards concerning the production processes and the product quality. This 
sector of industry is characterised by a large number of small, mainly family businesses, not 
having enough capacity, advanced technologies and/or well qualified experts to be able to 
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satisfy European quality standards (only few can do so). As expected, the financial sector 
displays highest practices on performance orientation. Perhaps managers from this sector 
understand better the logic of market economy and what profit in fact stands for!  
Telecommunication services are still reliant on government control. This way, the old 
practices are still present within telecommunication companies. Same as at the society level, 
organizational practices and values display a crossing (pendulum) pattern. Negatively 
perceived practices tend to shift toward the other end on the 7-point scale and more positive 
desired values. However, this shift is slightly less severe than the shift at the society level.  
 
5.1.5.8 Humane orientation 
Humane orientation is the degree to which individuals in organizations or societies encourage 
and reward individuals for being fair, altruistic, friendly, generous, caring, and kind to others 
(House et al., 2004: 13). Bosnian middle managers seem to perceive their society as being 
moderately high humane oriented, and expect substantial improvements in humane 
orientation. Humane orientation practices and values display a crossing pattern. However, the 
swing between the practices and values for humane orientation is moderate and less severe. 
Bosnian humane orientation could be explained by the traditional characteristics of the 
people living in Bosnia. Bosnians are known as very hospitable (towards guests and 
strangers), kind, warm, caring, good hearted people, and family oriented (Cvijić, 1991b). This 
is deeply rooted in the religions of Christianity and Islam. Within these religions, world is 
perceived as containing the good and the evil as objective entities (Catholic Bible, Orthodox 
Bible and Koran). God gives the capability to be good and evil is related with the devil. In 
Christianity and Islam God is linked with ultimate goodness, instructions from God comprise 
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particular responsibilities and prohibitions that are connected with goodness and humanitarian 
behaviours. Some of the religious laws require humane-oriented behaviours and doing good to 
others, like alms giving, not causing harm to others (e.g. homicide, theft), abstaining from 
hedonistic activities (e.g. adultery, consumption of alcohol, being lustful), etc.  
Furthermore, higher humane orientation of the society could be connected with less 
economic development of the society. In high humane oriented societies individuals rather 
than governments are expected to offer both material and psychological support. In difficult 
times for individuals, such as death, illness, or financial problems, family members, friends, 
and neighbours will spend more time with them and give their full support.  
At organizational level, humane orientation is perceived to be lower than on the 
society level. Only financial services exhibit higher score than the society humane orientation 
behaviour. Within financial services, the swing between practices and values is rather 
divergent from two other industries and Bosnian society in general. It follows a parallel 
pattern, where practices are observed to be on a neutral to positive range leaning towards even 
more positive values. This score could be attributed to the management from financial 
services being more humane oriented, more altruistic, liberal, kind, caring, and fair-minded. 
On the other hand, within food processing industry and telecommunication services humane 
orientation is perceived considerably lower. The shift between practices and values within the 
two sectors is following a crossing pattern from negatively perceived practices towards more 
positive desired values. It appears that Bosnians are more egotistic, less kind, fair and tolerant 
at the organizational levels. The hierarchies, structures and rules amplify self-centred and 
egotistic behaviours. This could be explained with the ongoing socio-economic transition 
(from socialism to capitalism) of Bosnian society and Bosnian companies. 
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5.2 Summary and discussion of findings on leadership  
5.2.1 Leadership expectations – summary of findings 
The quantitative and qualitative analysis produced reasonably similar results. Personal 
charisma, visionary, inspirational, collaborative, team integrator, and integrity were 
emphasized in both studies performed. Bosnian managers believe that an efficient leader 
should be able to motivate, and to anticipate higher performance results from others, to 
inspire; to give priority to efficient team development and implementing collective purposes 
between team members. Moreover, according to Bosnian managers it is important for a leader 
to involve others in developing and implementing decisions, to be compassionate, caring and 
generous. Additionally, an outstanding Bosnian leader should have a vision and imagination 
of the future, to be able to plan ahead, to organize, coordinate and control work of small as 
well as large groups of individuals. A leader must be intelligent and a fast learner. An 
outstanding leader should have enough knowledge concerning his/her area of interest. At the 
same time, a leader needs to be able to inspire emotions, beliefs, values, and behaviours of 
others, to inspire others to be motivated to work hard. Furthermore, communicating skills are 
seen of high importance for an effective leader. An outstanding leader should be honest and 
trustworthy person whom people can trust under any circumstances. Being individualistic, 
independent, and self-protective is seen as an impediment to an outstanding leadership. These 
findings are in accordance with the findings obtained by Vasić (2007), which shows that 
Bosnians value the most democratic leadership style.  On the other hand, there is a 
disagreement between the two studies on the way Bosnians perceive autocratic leadership. 
According to the findings of Vasić (2007) the second most valued leadership style is 
autocratic, whereas in this study, autocratic leadership style was rejected by the respondents 
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and perceived as an impediment to outstanding leadership. These findings reveal change in 
the perceptions of outstanding leadership in Bosnia.  
 
5.2.2 Discussion on outstanding leadership  
Previous part clearly illustrates that the key components of outstanding leadership in Bosnia 
are composed predominantly of charismatic and team-oriented leadership. Charismatic 
leadership appears to be rationally developed from extremely high power distance practices; 
though it contrasts with the focus on present and dealing with issues on a daily basis (however 
it corresponds to the future orientation cultural values). Additionally, future orientation, as a 
favoured leadership feature connects to desired future orientation, although contrasting 
existing cultural practices.  
After the fall of the socialist regime and ideology, Bosnian economy was stricken by 
the war. All through the war, the GDP in Bosnia fell to approximately 20% of the level prior 
the war. Overall output plummeted to 10-30% of pre-war production. The post-war 
unemployment rose up to 70-80%. The existing physical capital was largely destroyed. 
Instead of moving alongside with the rest of central and eastern European transition societies, 
Bosnian economy endured an enormous setback. The human loss was colossal. Throughout 
the war, half of the pre-war population was expatriated, many lost their lifes, and Bosnians 
were overwhelmingly disturbed and forever distorted. The end of the war came along with 
very complicated conditions for the society members. First, Bosnians had to find ways to cure 
physical and psychological scars of the war. At the same time, they needed to move promptly 
towards the transition from a centrally planned to a market-oriented economy. Countries 
bordering Bosnia are far away in the transition process. No other former Yugoslav republic 
endured the same level of destruction and economic setbacks as Bosnia. The transition from a 
315 
 
centrally planned to a market-oriented economy brought uncertainty, instability, and higher 
level of stress into Bosnian society. This created the need for leaders with the ability to 
inspire, to motivate, and to expect high performance outcomes from others on the basis of 
firmly held core values. A leader that is able to emphasize effective team building and 
implementation of a shared objective or aim among team members.  
There is also a strong expectation of Bosnian managers towards participative 
leadership style. It could be said that participation has certain historical roots on Bosnian 
territory. Huge consultative entities merged with paternalistic leadership behaviours 
(enquiring about the viewpoints of others) have been a prevailing model in status aware 
Bosnian society. Humane-oriented and autonomous leadership styles have moderately 
average results signifying a minor positive influence. Self-protective leadership style is 
perceived as negative by Bosnian managers since this is the distinguished model of the 
traditional leadership of the previous decades.  
 
5.3 Summary, discussion and interpretation of findings on relation between 
culture and leadership 
The main postulation of this thesis is that societal and organizational cultures have an 
influence on the contents of the society’s culturally endorsed implicit leadership theories.  
Overall findings support the argument that culture plays significant role in impacting the way 
people perceive effective leadership in Bosnia. More precisely, Bosnian findings suggest that 
leadership dimensions are connected with culture in a unique way (see Table 4.44, 4.45 and 
4.46). The way people perceive effective leaders, as well as status, influence and privileges 
granted to leaders is influenced by society and organizational culture. 
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Statistical analysis revealed that organizational culture values were more frequently 
predictive of leadership dimensions than societal cultural values. It was found much more 
statistically significant relationships between leadership dimensions and cultural values than 
leadership dimensions and cultural practices. This is a significant finding, since individuals, 
when thinking of outstanding leadership, are more impacted by the value they place on the 
anticipated future than on their observations of present realities. Leadership as a concept has 
an idealistic connotation rooted on the leader’s influence on their self-concept and aspirations 
(Shamir et al., 1993). Thus, findings for Bosnia suggest that Bosnian middle managers 
perceive leaders as the society’s means of alteration.  
The review of the existing empirical studies on culture and leadership has revealed 
that there are no studies on the influence of culture on leadership processes in Bosnia (see 
Chapter 2). Thus, there is no base to compare findings emerged from this particular study with 
existing knowledge in Bosnia and to detect possible alterations. For this reason, I compare 
Bosnian findings with those obtained within the project GLOBE in order to determine 
possible similarities and deviations. 
 
5.3.1 The relations between charismatic/value – based leadership and culture 
Charismatic/value – based leadership is accounted to be the most significant dimension for 
effective leadership in Bosnia (according to Bosnian middle managers). The data shows (see 
Table 4.44 and 4.45) that cultural practices and values, at both society and organizational 
level, have significant influence on the way Bosnian middle managers perceive 
charismatic/value – based leadership.  
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 The GLOBE data suggest that societies and organizations scoring high on 
performance orientation, in-group collectivism, and gender egalitarianism values are probable 
to have leadership prototypes that stress charismatic/value – based features (Brodbeck et al., 
2004). This appears to be true for the Bosnian sample. Performance orientation, in-group 
collectivism, and gender egalitarianism are found to be the most significant predictors of 
charismatic/value – based leadership in Bosnia for national and organizational level of 
analysis, as both practices and values. The performance orientation cultural value dimension 
comprises societal and organizational features such as encouraging and rewarding 
performance improvements, high emphasis on innovation and excellence, and development of 
challenging goals. These are the features often displayed by charismatic leaders, who are 
innovative in developing and achieving goals, mission and vision, not accepting status quo, 
with higher performance standards, who seek continuous improvements, and challenging, 
motivating and empowering people to excel their expectations. The level to which leaders 
express pride and loyalty for being a member of a particular group is found to be contributing 
to effective leadership. Thus, the more society and organizations place importance to 
performance orientation (pursuit of excellence, innovation, ambition, challenge) and group 
cohesion and loyalty, more likely is that the ideal prototype of effective leadership will have 
attributes of charismatic/vale – based leadership.  
Other cultural practices and values related to this CLT include organizational humane 
orientation values, society uncertainty avoidance values, organizational future orientation 
values, and national assertiveness practices.  
 Since Bosnian middle managers desire much stronger orientation on performance 
orientation, in-group collectivism, and gender egalitarianism cultural values, at both society 
and organizational level, it comes as no surprise that they perceive charismatic leadership as 
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the prototype of outstanding leadership. Furthermore, charismatic leadership logically appears 
from a high power distance practices, even though it diverges with the focus on present and 
resolving problems on a daily basis (however it corresponds to the future orientation cultural 
values). Moreover, future orientation, as a favoured leadership feature connects to desired 
future orientation, although contrasting existing cultural practices. Assertive, confrontational, 
and aggressive behaviour in social relationships practices at the society level is seen as an 
impediment to charismatic/value – based leadership. 
 The endorsement of leaders who are able to inspire and to provide a solution for the 
situation in which Bosnian society is (someone who is going to be able: to propose models in 
order to stabilize Bosnian economy, to improve living standards, to propose a solution for 
unresolved social issues, political and religious disagreements) has emerged as a consequence 
of recent occurrences in the Bosnian past. Furthermore, the three ethnic/religious groups in 
Bosnia live by a strong emphasis on developing a distinctive identity for their groups, which 
may convert into a high support of charismatic/value – based leadership in Bosnia. At the 
organizational level, the endorsement of this leadership style may be particularly significant 
for nurturing a future – and performance - oriented organizational culture. 
Statistical analysis reveals that society and organizational cultural dimensions have 
almost equal impact on the way Bosnian middle managers perceive charismatic/value – based 
leadership style. In general, cultural values were found to be stronger predictors of this 
leadership dimension in Bosnia. On the other hand, the impact of cultural practices is present, 
though, their influence is less powerful since it was detected either on the society 
(assertiveness practices) or organizational (gender egalitarian practices) level of analysis.   
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5.3.2 The relations between team-oriented leadership and culture 
Team-oriented leadership is perceived to be second most important dimension in enhancing 
effective leadership in Bosnia. Statistical analysis points out on multiple connectedness of this 
leadership style with all nine cultural dimensions (see Table 4.44 and 4.46). In general, the 
influence is stronger at the societal level than the organizational level of investigation. Same 
as in the case of charismatic/value – based leadership, cultural values appear to be much more 
significant in predicting team-oriented leadership attributes than cultural practices.  
The strongest predictors of this leadership dimension are humane orientation, in-group 
collectivism, gender egalitarianism, and uncertainty avoidance cultural practices and values. 
These cultural values explain in total 37.5% of the society and organizational variance of the 
team – oriented leadership dimension. The stronger are the middle manager’s expressions of 
values such as loyalty, pride and interdependence, gender equality, and reduction of 
uncertainty by relying on norms, rules and regulations, the higher will be the endorsement of 
team – oriented leadership.  
Humane orientation and in-group collectivism, could be said, are traditional features 
of Bosnian society. Bosnians are known as very hospitable (towards guests and strangers), 
kind, warm, caring, good hearted people, and family oriented (Cvijić, 1991b). These features 
are deeply rooted in Christianity and Islam, which postulates that being and doing good is 
closer to God. Moreover, Bosnians place high importance to the family and family values. In 
Bosnian society, family is seen as the most important unit of the society. From these 
traditional features emerges the endorsement of team – oriented leadership style.  
Furthermore, it was found that society institutional collectivism values were 
significant predictor at the organizational level. Other cultural practices and values 
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significantly correlated with this leadership dimension are society performance orientation 
practices, organizational future orientation values, society assertiveness values, and national 
power distance values. 
 Bosnian findings are to some extent in agreement with those obtained by the GLOBE 
project. In addition to humane orientation, in-group collectivism, and uncertainty avoidance 
values (as it was found on the overall GLOBE sample), some other cultural values and 
practices were found to be significant in predicting team – oriented leadership in Bosnia.  
 
5.3.3 The relations between participative leadership and culture 
The third most valued leadership dimension, according to Bosnian middle managers is 
participative leadership. It could be said that participation has certain historical roots on 
Bosnian territory. Huge consultative entities merged with paternalistic leadership behaviours 
(enquiring about the viewpoints of others) have been a prevailing model in status aware 
Bosnian society (traditionally high power distance). 
 Statistical analysis points out to 21 significant relationships between participative 
leadership and society and organizational culture (see Table 4.44). The analysis has revealed 
that, in predicting participative leadership, the influence of society culture is stronger than 
organizational culture.  
The research results show that the most important cultural dimension predicting this 
leadership variable on both national (practices and values) and organizational (practices and 
values) level is humane orientation. The higher level of humane oriented behaviour of 
Bosnian middle managers, e.g. those who value more friendly and tolerant behaviour, and 
attributes such as kindness, concern towards others, etc. they are more likely to endorse 
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participative leadership dimension. Furthermore, research findings reveal that participative 
leadership has positive significant correlation with gender egalitarianism (society and 
organizational values and practices), society performance orientation values and society 
power distance values, and negative correlation with society and organizational uncertainty 
avoidance values. Lower societal power distance cultural values are symptomatic of a more 
impersonal, task-oriented concentration of leaders in non-egalitarian Bosnian society. Such 
findings correspond, to some extent, to those obtained by the GLOBE team. Within the 
GLOBE data, the most significant impact of participative leadership has performance 
orientation, gender egalitarianism, and uncertainty avoidance cultural values. Within Bosnian 
data, these particular cultural values were found to be predictive of participative leadership. 
However, the intensity and level of impact is quite different, as it was portrayed previously. 
 
5.3.4 The relations between humane – oriented leadership and culture 
Humane oriented leadership reflects supportive and considerate leadership but also includes 
compassion and generosity (House et al, 2004: 675). As expected, the most important 
dimension predicting humane oriented leadership is the humane orientation national and 
organizational cultural dimension, both practices and values. Bosnian middle managers, who 
value more friendly and tolerant behaviour, and attributes such as kindness, concern towards 
others, etc. are promoting humane oriented CLT leadership dimension. Second most 
important predictor of humane – oriented leadership is gender egalitarianism. Belief of more 
equal distribution of roles between men and woman leads to endorsement of this particular 
leadership style. Assertiveness is the next strong significant predictor of humane – oriented 
leadership. Society cultural practices and values and organizational values are negatively 
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linked with this leadership dimension. This is probably a consequence of the collectivistic (in-
group) tradition in Bosnia and the orientation towards maintaining good and harmonious 
relationships with and acceptance by the members of a group (which excludes assertive and 
confrontational behaviours).  
Other cultural dimensions that are influencing this leadership variable are future 
orientation (society culture practices and values), organizational institutional collectivism 
values, in-group collectivism (society practices and organizational values), societal power 
distance and future orientation cultural practices, and society and organizational performance 
orientation practices.  
Organizational culture values were found to be more often predictive of humane 
oriented leadership than society level culture. Furthermore, Bosnian findings appear to be in 
accordance with the one from GLOBE. 
 
5.3.5 The relations between autonomous leadership and culture 
With the mean score of 4.29, autonomous leadership is neutrally valued in Bosnia. 
Autonomous leadership comprises attributes such as individualistic, independent, 
autonomous, and unique; hence there is no surprise that this leadership style is perceived in a 
neutral fashion within a highly in-group collectivistic society. 
As expected, autonomous leadership is negatively correlated with humane orientation, 
institutional collectivism and in-group collectivism at both the national and organizational 
level of analysis. Humane orientation and gender egalitarianism appears to be the most 
significant predictors of autonomous leadership at the society and organizational level. 
Bosnian middle managers with stronger collectivistic values, humane orientation 
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(compassionate and caring), and more gender egalitarian will perceive features of autonomous 
leadership as an impediment to outstanding leadership in Bosnia. Bosnian society and 
organizations traditionally place high values on collectivism (maintaining good relationships 
with group members, obtaining group acceptance and approval, and placing high value on 
collective rather than individual interests) and humane orientation (friendly, kind and warm 
behaviours). Since autonomous leadership behaviour (being individualistic, unique, 
autonomous, independent) stands for opposite values, it is no surprise that is perceived as an 
impediment to outstanding leadership in Bosnia. 
Other cultural practices and values significantly correlated with this leadership 
dimension are assertiveness (society practices and values, and organizational values), gender 
egalitarianism (society practices and organizational practices and values), society and 
organizational power distance values, society uncertainty avoidance practices, society and 
organizational performance orientation values, and society future orientation practices and 
values (for more details see Table 4.44). Such findings are rather divergent from those from 
GLOBE. The project GLOBE reveals that this particular leadership dimension is dependent 
upon collectivism and performance orientation. On the other hand, the structure of the impact 
of society and organizational culture on autonomous leadership in Bosnia is quite divergent.    
 
5.3.6 The relations between self – protective leadership and culture 
Self-protective leadership is seen as an impediment to outstanding leadership in Bosnian 
society and Bosnian organizations. Power distance and uncertainty avoidance values are the 
most important predictors of self - protective leadership at both the society and organizational 
level in Bosnia. In addition, the results show that assertiveness is also an important predictor 
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of self-protective leadership at the society and organizational level in Bosnia. Bosnian middle 
managers who are more assertive, confrontational and aggressive, who expect that power 
should be unequally distributed and concentrated at higher levels of an organizations or 
societies, and who strive to avoid uncertainty by relying on established norms and procedures 
(being self-protective is one of the ways to reduce uncertainty) are more likely to perceive 
self-protective leadership (accentuating paternalistic and authoritarian leadership, concerning 
harmony, face-saving, benevolence, etc.) as an ideal. Bosnian manager perceive existing level 
of power distance as unjust, they wish significant reduction of power distance and more 
relying on norms and rules in order to avoid uncertainty. Furthermore, Bosnians place high 
values on maintaining harmonious relationships with in-group members. Therefore, non-
aggressive and non-confrontational behaviour is promoted within Bosnian society and 
organizations. Thus, rejection of self-protective leadership (being self-centred, status 
conscious, conflict inducer, and face-saver) comes along with these cultural values. Other 
cultural practices and values significant negatively correlated with this self-protective CLT 
leadership dimension are society and organizational gender egalitarianism values, national 
future orientation practices, organizational humane orientation values, organizational 
institutional values, and organizational in-group collectivism practices. 
 
5.4 Implications for managers 
Managers already working in Bosnia or those who are planning to do so should be aware of 
the foundations upon which contemporary Bosnian society was established. The modern-day 
Bosnian state was developed under the heritage of the communist regime, which provided 
highly structured, protective and inflexible environment. Bosnian society, economy, and 
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politics were centrally planned, financed and controlled. There was a very little room for the 
uncertainty and insecurity. The management system was established upon four levels of 
decision-making process. Companies were run indirectly by the Workers’ Council, which 
elected management board as its executive body. The management board appointed a CEO of 
an organization. Then again, CEO’s were appointed due to their political loyalty and their 
useful connections with the political elite.  
 The breakdown of the socialist regime and ideology caused quadrennial war riots on 
the Bosnian territory. The ending of the war brought extremely complex circumstances for the 
society members. Bosnians came out of the war forever altered and profoundly disturbed. 
Physical and psychological destructions were enormous. The production was practically 
stopped. Bosnians not only had to deal with these problems, but they also needed to move 
quickly towards the transition from a centrally planned to a market-oriented economy. The 
transition from a centrally planned to a market-oriented economy brought ambiguity, 
insecurity, and higher level of anxiety into Bosnian society. At the same time, the radical 
transformation of the Bosnian society in the early 1990s has set a platform for transition 
toward a democratic civil society. In the economy, the market is replacing a former 
monopolistic and ideology-prevailing system. Combined with these two tendencies is the 
cultural modification, when existing values and norms are reassessed, removed, renewed, and 
redefined. Transition and the new environment imposed new challenges upon the managers 
and Bosnian companies:  
 A multiparty system and a new parliamentary system. 
 Entirely new social establishments. 
 New state economic regulations. 
 The ending of centrally planned and financed economy. 
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 Rapid growth of the private sector. 
 Corruption. 
 Fierce competition. 
 Strong influence and presence of the international community.   
 New educational regulations. 
 Privatization of formerly state owned companies. 
 Problems of entering new markets due to outdated equipment and factories, and 
unqualified and inefficient workforce. 
 Reduced domestic purchasing capacity and distrust towards newly established 
enterprises. 
 Religious disagreements and intolerance between three major religious/ethnic groups. 
 Inability to achieve quality production according to the European and world standards. 
 New currency and security markets, establishment of stock exchanges.  
 Transformed and privatized banking system, higher commercial interest rates. 
 Strong inflow of foreign investments, new management practices, and the need for 
western management trainings. 
 New possibilities and techniques for obtaining funding, etc.  
Bosnian independency, followed by a war and the socio-economic transition of 
Bosnian society has resulted in significant modification in individual’s observation of 
contemporary social practices: personal favouritism a propos the objectives of collectivism, 
the short term orientation, rewarding of practices not connected to real accomplishments, and 
declined human circumstances. This comes logically along with the economically shrinking 
Bosnian society. Behavioural inheritance of the Bosnian society is the high power 
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stratification.  Centrally planned, controlled and financed economy resulted in a strong 
within-organizational reliance (long chains of command, centralization, huge gaps among 
managers of different levels, and managers and subordinates). Within such cultural 
circumstances, people tend to be dependent on their superiors, anticipate nurturing from them, 
and evade taking on responsibility. Then again, people incline to experience ineffectiveness, 
injustice, learned powerlessness, pessimism, anxiety related to work place, discrimination, 
and nepotism. The way people perceive freedom and whether they have control over their life 
have been amalgamated with the impression of disorientation, worry and ambiguity. The fall 
of the socialist regime resulted in enthusiasm and replacement of almost all of the social 
establishments. Nevertheless, the long-lasting expansion of modern establishments left a 
considerable void among one’s desire for stability and the existing Bosnian post-communist 
and post-war transition environment. As a product of such environment, some social cultural 
practices emerge to be unanticipated. It was surprising to see that uncertainty avoidance and 
institutional collectivism are rather low. Uncertainty acceptance is in fact one of the most 
surprising findings, considering the religious tradition (Orthodoxy, Catholicism, and Islam) of 
Bosnian society, which suggests uncertainty avoidance, not uncertainty bearing. Additionally, 
Bosnia is generally perceived as a collectivistic culture (same as the other Balkan and East 
European countries). This opinion is based on the strong influence and importance of religion, 
and on collectivistic ideology. However, Bosnia does not score high on institutional 
collectivism (same as the countries from Eastern Europe Cluster). The value score shifts again 
towards the other end of the scale.  
Extremely low uncertainty avoidance could be seen as a positive feature of the 
Bosnian society. To some extent, it indicates the entrepreneurial behaviour of Bosnian 
managers. However, if extremely low uncertainty avoidance is associated to an extremely low 
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future orientation, it can be seen that the behaviour of Bosnian managers is concentrated on 
the present and short-term goals. Low performance orientation influences discouragingly on 
managers to be creative and to focus on continuous improvement. Under the influence of the 
traditional collectivistic culture and of religious canons, in-group collectivism seems to be 
highly important for Bosnians.  
The changes that have occurred in the Bosnian recent history have created the need for 
leaders with the ability to inspire, to motivate, and to anticipate higher performance outcomes 
from others on the basis of firmly held core values. A leader that is able to emphasize 
effective team building and implementation of a shared objective or aim among team 
members. Bosnian middle managers expressed the need for leaders who are more 
participative and who involve others in making and implementing decisions. According to 
Bosnian middle managers, supportive, considerate, compassionate, and generous leadership is 
also viewed positively, but is not seen as important as the charismatic/value-based, team 
oriented and participative leadership. Independent and individualistic leadership is seen in a 
neutral to somewhat positive way, whereas self-protective leadership focused on ensuring the 
safety and security of the individual or a group member is viewed as relatively negative in the 
times of transition.  
In particular, foreign managers working in Bosnia or those planning to do so should be 
conscious of the expectations of Bosnians and make sure that their personal leadership styles 
match expected leadership profile, as it was described in this thesis. Certainly, it does not 
mean that foreign managers should abandon their personal features, highly valued in their 
countries, although not in Bosnia. Instead, they should rather enrich themselves through 
cultural learning. Such learning will assist foreign managers to profit from cultural synergies 
and to be successful in Bosnia. 
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Chapter 6  
Conclusions 
The research focus of this thesis is an investigation of features of Bosnian society and 
organizational culture, leadership expectations, and the association between the characteristics 
of the society culture, the organizational culture and features of the expected leadership in 
Bosnia. The focus on Bosnia has resulted from migration flow alterations over the last almost 
twenty years, increasing business activity, and the need to broaden the understating on culture 
and leadership and how societal and organizational cultures influence the content of the 
society’s culturally endorsed implicit leadership theories.   
Findings reveal that historically, religiously and politically impacted models of 
thinking are still predominant features of Bosnian society. Even though internationalization 
opens Bosnian market for business interactions, various conventional patterns of behaviour 
seem to be maintained. That is to say, Bosnian society culture is distinguished as hierarchical, 
highly in-group oriented, tolerating uncertainty, oriented to present, not encouraging 
performance improvement and excellence, and relatively humane oriented, assertive and 
gender egalitarian. On the other hand, Bosnian managers expect positive change in the 
Bosnian society (reduction of power distance and assertive and aggressive behaviours, relying 
more on planning and investing for the future, avoiding uncertainty, orientation towards 
performance improvements and excellences, increased humane orientation, gender 
egalitarianism, and institutional collectivism).  
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Perceptions of Bosnian society culture practices and values were found to be 
dependent on different socio-demographic factors. Specifically, nationality of respondents 
was found to be the most significant socio-demographic factor impacting the way people 
perceive society culture. This finding is particularly significant, considering Bosnian recent 
history. It points to significant divergences in the way Bosnian Serbs, Bosniaks, and Bosnian 
Croats place values. Such findings impose the question of (due to mass migrations, 
ideological changes, quadrennial war, empowerment of religious beliefs, and transformation 
processes) the existence of uniform Bosnian culture or if culture should be perceived 
throughout religious/ethnical groups. Further studies (with much bigger and diversified 
sample) should provide answer to this question. Next significant factors that are influencing 
the way people perceive Bosnian society culture are age, professional background, and sector 
of industry.  
Contrasting practices and values scores at the society level illustrate a strong 
requirement for the altering of the actual culture alongside nearly all explored dimensions of 
culture. The disintegration of Yugoslavia, quadrennial war, mass migrations, and the ongoing 
socio-economic transition of Bosnian society have resulted in noticeable alteration in the 
individual’s perception of contemporary social practices. Principally, religion, politics and 
intellectuals have powerfully impacted the process of national awareness in the last almost 
twenty years. This comes logically alongside the economically declining Bosnian society.   
Findings of features of Bosnian society culture have confirmed some of the prior 
empirical findings in Bosnia: traditionally high power differentiation and low significance to 
achievement. Then again, existing opposing empirical findings on culture in Bosnia have been 
clarified. Findings of this study showed the shift towards more individualistic behaviour, 
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masculine values, orientation to present and dealing with current events, uncertainty bearing, 
and continuance of strong in-group collectivism (families, organizations) in Bosnian society. 
Furthermore, first findings on humane orientation and assertiveness cultural dimensions show 
mid-range level of friendly, kind, and considerate behaviour, and low level of aggressive, 
confrontational and assertive behaviours in Bosnian society. 
 Empirical findings reveal that the prevailing influence on cultural practices, at the 
organizational level of investigation, has the sector of industry in which Bosnian originations 
function. Financial industry scores highest on nearly all investigated cultural dimensions, 
excluding uncertainty avoidance, power distance, and assertiveness. The food processing 
industry scores lowest on nearly all cultural dimensions. Additionally, food processing 
industry scores exhibit the biggest contrast compared to the overall country profile. 
Telecommunication sector scores represent the best overall score on organizational culture 
practices for Bosnia. At the overall country level, organizational cultural practices are 
depicted as being high on power distance and uncertainty avoidance, low on humane 
orientation, institutional collectivism, future orientation, gender egalitarianism, and 
performance orientation, while in-group collectivism and assertiveness scores are around the 
neutral range on the scale. On the other hand, organizational cultural profiles of the three 
industries are unexpectedly similar. With only few exemptions (uncertainty avoidance, 
assertiveness, and power distance), industries score in a relatively narrow range. Besides, the 
rankings of cultural variables are practically identical in all industries. This indicates the 
impact of Bosnian societal system on the desired cultural profiles of Bosnian organizations. 
Furthermore, organizational culture values of the three sectors display noticeable difference to 
the organizational culture practices. The highest scoring expectations regarding organizational 
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culture are performance orientation, in-group collectivism, future orientation, and humane 
orientation; relatively high scores are recorded in uncertainty avoidance, gender 
egalitarianism, institutional collectivism, and assertiveness; while the lowest organizational 
culture value is recorded for power distance.  
 Findings on organizational culture have confirmed some of the prior findings.  
Namely, continuance of high power distance, thought with the perceptible trend of reducing 
power stratification, low performance orientation, higher level of uncertainty avoidance, and 
short-term orientation.  Furthermore, empirical data points out to change towards more 
masculine values, high in-group collectivism, and lower institutional collectivism. These 
particular findings provide additional data on the level on humane orientation and 
assertiveness (dimensions not investigated previously), and investigation of both 
organizational culture practices and values.  
Further, it was found that diverse perspective of organizational values and practices 
between middle managers in Bosnia could be explained by socio-demographic factors. The 
most important factor is the sector of industry managers belong to (significant divergences on 
seven out of nine dimensions of culture) and age (significant differences on five cultural 
dimensions) of middle managers. Next significant factors are nationality and gender of 
respondents. Future studies should include other industries in Bosnia in order to support or, 
perhaps, reject these statements.  
 Strong discrepancies between the cultural practices and values, at both society and 
organizational level, stand for a positive modification of cultural processes in Bosnia. This 
may advance Bosnian competitiveness at micro and macro levels. It could be expected that 
the societal and organizational cultural practices will move towards the anticipated degree 
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with the fulfilment of the ongoing transition. This should be tested in some years from now, 
on a much bigger and diversified sample. 
Leaders with characteristics of being visionary, administratively competent, 
inspirational, benevolent, decisive, team integrator, and holding integrity are highly respected 
in Bosnia. A successful Bosnian leader should be capable to motivate, to inspire, and to 
expect high performance outcomes from others; to give priority to efficient team development 
and implementing collective goals between team members, to have a vision and imagination 
of the future, to be able to plan ahead, to organize, coordinate and control work of small as 
well as large groups of individuals. Furthermore, it is very significant for a leader to engage 
others in development and implementation of decisions, to be compassionate, caring and 
generous. A leader must be intelligent and a fast learner. An outstanding leader should be an 
expert in his/her area of interest. Communication skills are perceived of particularly high 
significance for a successful leader. An outstanding leader should be an honest and 
trustworthy person whom people can trust under any circumstances. Being individualistic, 
independent, and self-protective is seen as an obstacle to an outstanding leadership in Bosnia. 
Findings on leadership shed light on the existing findings on leadership obtained by Vasić 
(2007) and deepen the knowledge on leadership (insight into numerous new dimensions) in 
general in Bosnia. These findings confirm the shift from autocratic to democratic leadership 
styles in Bosnian.  
Differences in perceptions of effective leadership between Bosnian managers can be 
attributed to divergent socio-demographic factors. Same as for the society and organizational 
culture findings, religious affiliations/ethnical belonging was found to be the most significant 
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factor in shaping individual implicit leadership theories. Next significant factor is the age of 
the respondents. 
Empirical findings suggest that leadership dimensions are connected with culture in a 
unique way. It was found that society and organizational culture influence the way people 
perceive effective leaders, as well as status, influence and privileges granted to leaders.  
Individual perceptions of effective leadership in Bosnian society and organizations are 
influenced by society and organizational culture. Furthermore, it was found that 
organizational culture values were more frequently predictive of leadership dimensions than 
societal cultural values. It was found much more statistically significant relationships between 
leadership dimensions and cultural values than leadership dimensions and cultural practices. 
This is a significant finding, since individuals, when thinking of outstanding leadership, are 
more impacted by the value they place on the anticipated future than on their observations of 
present realities. Thus, findings for Bosnia suggest that Bosnian middle managers perceive 
leaders as the society’s means of alteration.  
Empirical findings of Bosnian society and organizational culture, and perceptions of 
outstanding leadership mirror the realities of turbulent recent history, empowering of religious 
beliefs, tradition, instability of the region, and ongoing social and economic transition. It is 
noteworthy to say that, perhaps, from the perception of Western societies, organizations and 
managers, the identified Bosnian society and organizational cultural standards could have 
negative implications, thus denoting incompetence and inferiority. Nonetheless, depicted 
cultural standards are far beyond such consideration. Cultural standards, given their durability 
and deep-rooted character within the nation, are something companies and managers need to 
face with, not something they can easily modify.  
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The overall findings provide the source for cross-cultural learning about Bosnian 
culture and leadership, which was previously neglected or compressed within bigger cultural 
area due to its historical inheritance. The stress of the examination on a fairly neglected 
cultural region seems to be apparent, since Bosnia is still lagging behind societal and 
economic development from its neighbouring countries. The findings can serve as a 
framework for other scholars, Bosnian managers and organizations, as well as for foreign 
managers and organizations. Nonetheless, further investigation with significantly bigger 
respondent pool is considered necessary. 
Companies and managers already working (or those planning to do so) in Bosnia 
should be aware of the characteristics of the Bosnian national and corporate culture and 
expectations of Bosnians concerning effective and desired leadership behaviours. Particularly, 
organizations can accomplish competitive advantage if they acknowledge cultural standards 
and implement appropriate management practices. However, the importance of adjusting to 
the cultural environment in business as well as the potential effect of the cultural settings on 
business has frequently been overlooked. 
It is very important to draw attention to a number of limitations of this study. The first 
limitation tackles the issue of the sample representativeness. This study includes 161 Bosnian 
middle managers from three industries: food processing industry, financial services, and 
telecommunication services, which can hardly be representative of the Bosnian culture in 
general. Next limitation derives from the authors’ inability to assure the cultural purity of the 
research sample. Considering the huge mass migrations in the recent history of Bosnia, it was 
extremely hard to secure that middle managers have no multi-cultural background. This could 
have a strong impact on the way the managers responded to the questionnaires. Furthermore, 
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the research is mainly relying on one method - quantitative questionnaires. Next, there is a 
possibility that collected data are distorted; this is caused by all data coming from the same 
source, since managers have filled both versions of the questionnaires. However, five months 
that have passed between fillings of the two versions of questionnaires should be sufficient to 
diminish this likelihood. Next limitation of the study emerges from the theoretical framework 
deriving from the culturally endorsed implicit leadership theory. Assuming direct association 
between culture and leadership could be observed as overly simplistic. Leadership is a very 
complex intrapersonal process which depends upon several factors (e.g. external environment, 
organizational contingencies, situational factors), not merely cultural values. Furthermore, 
limitation can be traced within the GLOBE conceptualization of cultural practices and values 
(which has sparked the scholarly debate among scholars) which may have consequences in 
interpreting empirical findings. To sum up the critique, it has to be kept in mind, when 
interpreting empirical findings that values in some way may be shaped by existing cultural 
practices, at least partially. Lastly, GLOBE scales were developed to measure the differences 
between organizational and societal cultures. They were not particularly created to measure 
divergences within cultures or among individuals. Thus, the GLOBE scales are most 
beneficial to cross-cultural researchers rather than intra-cultural investigators. One must 
consider these limitations when using these particular findings on culture and leadership in 
Bosnia.   
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Introduction 
 
The purpose of this research is to learn about national culture, management practices, and 
perceptions of leadership in Bosnia and Herzegovina. The questionnaire that you are asked to 
complete will take about one hour of your time. 
 
The resulting information will be useful for individuals who conduct business or government 
relations with Bosnia and Herzegovina. This information may be used for classroom 
instruction of students and managers in universities, technological institutes, and other 
societies throughout the world. Hopefully, this information will be helpful to better 
understand business and leadership in Bosnia and Herzegovina.  
 
In the following pages, you are asked to choose a number of statements that reflect your 
observations of cultural or orgazniational practices, your beliefs, your values, or your 
perceptions. This is not a test, and there are no right or wrong answers. We are mainly 
interested in learning about the beliefs and values in your society, and how various societal 
and organizational practices are perceived by you and the others participating in this research. 
Your responses will be kept completely confidential. No individual respondent will be 
identified to any other person or in any written form. Further, the name of your organization 
will not be publicly released. 
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General Instructions 
 
In completing this survey, you will be asked questions focusing on the society in which you 
live, and on your perceptions of leaders and leadership. Most people complete the survey in 
approximately 60 minutes. There are five sections to this questionnaire. Sections 1 and 3 ask 
about your society. Sections 2 and 4 ask about leaders and leadership. Section 5 asks about 
you. 
 
Explanation of the types of questions 
There are several different types of questions in this questionnaire. Sections 1 and 3 have 
questions with two different formats. An example of the first type of question is shown below. 
 
A. In this country, the weather is generally: 
 
very pleasant  moderately 
pleasant 
 
 very 
unpleasant 
 
1 2 3 4 5 6 7 
 
For a question like this, you would circle the number from 1 to 7 that is closest to your 
perceptions about your country. For example, if you think the weather in your country is 
“very pleasant,” you would circle the 1. If you think the weather is not quite “very pleasant” 
but is better than “moderately pleasant,” you could circle either the 2 or the 3, depending on 
whether you think the weather is closer to “very pleasant” or to “moderately pleasant.” 
 
The second type of question asks how much you agree or disagree with a particular statement. 
An example of this kind of question is given below. 
 
B. The weather in this country is very pleasant. 
 
strongly 
agree 
 
 
 
neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
For a question like this, you would circle the number from 1 to 7 that is closest to your level 
of agreement with the statement. For example, if you strongly agree that the weather in your 
country is very pleasant, you would circle the 1. If you generally agree with the statement but 
disagree slightly, you could circle either the 2 or the 3, depending on how strongly you agree 
with the statement. If you disagree with the statement, you would circle the 5, 6, or 7, 
depending on how much you disagree with the statement. 4 
 
Sections 2 and 4 have a different type of question. For these sections, you are given a list of 
behaviours and characteristics that a leader might display. You are asked to rate these 
behaviours and characteristics using the scale shown below. To do this, on the line next to 
each behaviour or characteristic write the number from the scale that best describes how 
displaying that behaviour or characteristic affects the leader’s effectiveness. 
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An example is shown below. If you believed that being tall inhibited a person from being an 
outstanding leader, you would write 1, 2, or 3 on the line to the left of “Tall,” depending on 
how much you thought being tall inhibited outstanding leadership. If you believed that being 
tall contributes to a person’s being an outstanding leader, you would write 5, 6, or 7 on the 
line to the left of “Tall,” depending on how much you thought being tall contributed to 
outstanding leadership. Finally, if you believed that being tall had no effect on whether a 
person was an outstanding leader, you would write 4 on the line to the left of “Tall.” 
 
 
_______ A. Tall               = Of significantly above average height 
 
 
  
SCALE 
1= This behaviour or characteristic greatly inhibits a person from being an outstanding leader. 
2= This behaviour or characteristic somewhat inhibits a person from being an outstanding leader. 
3= This behaviour or characteristic slightly inhibits a person from being an outstanding leader. 
4= This behaviour or characteristic has no impact on whether a person is an outstanding leader. 
5= This behaviour or characteristic contributes slightly to a person being an outstanding leader. 
6= This behaviour or characteristic contributes somewhat to a person being an outstanding leader. 
7= This behaviour or characteristic contributes greatly to a person being an outstanding leader. 
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Section 1 — The way things are in your society 
 
Instructions  
In this section, we are interested in your beliefs about what the norms, values, and practices 
are in the organization in which you work as a manager. In other words, we are interested in 
the way your organization is—not the way you think it should be.  
There are no right or wrong answers, and answers don’t indicate goodness or badness of the 
organization.  
Please respond to the questions by circling the number that most closely represents your 
observations about your organization. 
Section 1 questions begin here 
 
1-1. In this organization, orderliness and consistency are stressed, even at the expense of 
experimentation and innovation. 
 
strongly 
agree 
 
 
 
neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
1-2. In this organization, people are generally: 
 
aggressive     non-
agressive 
1 2 3 4 5 6 7 
 
1-3. The way to be successful in this organization is to: 
 
plan ahead 
   take life 
events 
as they occur 
1 2 3 4 5 6 7 
 
1-4. In this organization, the accepted norm is to 
plan for the 
future 
   accept the 
status quo 
1 2 3 4 5 6 7 
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1-5. In this organization, a person’s influence is based primarily on: 
one’s ability and 
contribution to 
the society 
   the authority of 
one’s position 
1 2 3 4 5 6 7 
1-6. In this organization, people are generally: 
assertive    non-assertive 
1 2 3 4 5 6 7 
 
1-7. In this organization, leaders encourage group loyalty even if individual goals suffer: 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
1-8. In this organization, social meetings are: 
planned well in 
advance (2 or 
more weeks in 
advance) 
   spontaneous 
(planned less 
than an hour in 
advance) 
1 2 3 4 5 6 7 
 
1-9. In this organization, people are generally: 
very 
concerned 
about others 
   not at all 
concerned 
about others 
1 2 3 4 5 6 7 
 
1-10. In this organization, people are generally: 
dominant    non-
dominant 
1 2 3 4 5 6 7 
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1-11. In this organization, group members take pride in the individual accomplishments of 
their group manager. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
1-12. The pay and bonus system in this organization is designed to maximize: 
individual 
interests 
   collective 
interests 
1 2 3 4 5 6 7 
 
1-13. In this organization, subordinates are expected to: 
obey their 
leaders 
without 
question 
   question their 
leaders when in 
disagreement 
1 2 3 4 5 6 7 
 
1-14. In this organization, people are generally: 
tough    tender 
1 2 3 4 5 6 7 
 
1-15. In this organization, employees are encouraged to strive for continuously improved 
performance. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
1-16. In this organization, most work is highly structured lives with few unexpected events. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
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1-17. In this organization, men are encouraged to participate in professional development 
activities more than women 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
1-18. In this organization, major rewards are based on: 
only 
performance 
effectiveness 
 performance 
effectiveness and 
other factors (for 
example, seniority or 
political connections) 
 only factors other 
than performance 
effectiveness (for 
example, seniority or 
political connections) 
1 2 3 4 5 6 7 
 
1-19. In this organization, job requirements and instructions are spelled out in detail so 
employees know what they are expected to do. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
1-20. In this organization, being innovative to improve performance is generally: 
substantially 
rewarded 
 somewhat 
rewarded 
 not rewarded 
1 2 3 4 5 6 7 
 
1-21. In this organization, people are generally: 
very sensitive 
toward others 
   not at all 
sensitive 
toward others 
1 2 3 4 5 6 7 
 
1-22. In this organization, physically demanding tasks are usually performed by: 
men    woman 
1 2 3 4 5 6 7 
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1-23. In this organization, group managers take pride in the individual accomplishments of 
group members. 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
1-24. In this organization, people are generally: 
very friendly    very 
unfriendly 
1 2 3 4 5 6 7 
 
1-25. In this organization, people in positions of power try to: 
increase their 
social distance 
from less 
powerful 
individuals 
   decrease their 
social distance 
from less 
powerful people 
1 2 3 4 5 6 7 
 
1-26. In this organization, employees feel loyalty to the organization. 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
1-27. In this society, most employees set challenging work goals for themselves 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
1-28. Members of this organization. 
 
take no pride in 
working for the 
organization  
 
 take a moderate amount 
of pride in working for 
the organization 
 
 take a great deal 
of pride in 
working for the 
organization 
 
1 2 3 4 5 6 7 
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1-29. In this organization, people are generally: 
very 
generous 
   not at all 
generous 
1 2 3 4 5 6 7 
 
1-30. In this organization: 
group cohesion 
is valued more 
than 
individualism 
 group cohesion 
and 
individualism 
are equally 
valued 
 individualism is 
valued more 
than group 
cohesion 
1 2 3 4 5 6 7 
 
1-31. In this organization, most people believe that work would be more effectively managed 
if there were: 
many more 
women in 
positions of 
authority 
than there are 
now  
 
 about the same 
number of women 
in positions of 
authority as there 
are now  
 
 many less 
women in 
positions of 
authority than 
there are now  
 
1 2 3 4 5 6 7 
1-32.  
 
1-32. When people in this organization have serious disagreements with each other, whom do 
they tell about disagreements? 
no one  only other 
members of the 
work group  
 
 anyone they 
want to tell  
 
1 2 3 4 5 6 7 
 
1-33 This organization shows loyalty towards employees: 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
 
1 2 3 4 5 6 7  
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1-34. what percentage of management positions in this organization are filled by woman? 
less than 
10% 
 
10-25% 
 
26-44% 
 
45-55% 
 
56-75%            76-90% 
 
 
more than 
90% 
 
1 2 3 4 5 6 7 
 
 
 
 
This is the end of Section 1 of the questionnaire. Please continue on to Section 2. 
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Section 2 — Leader Behaviours 
 
Instructions 
You are probably aware of people in your organization or industry who are exceptionally 
skilled at motivating, influencing, or enabling you, others, or groups to contribute to the 
success of the organization or task.  
In this country, we might call such people “outstanding leaders.”  
On the following pages are several behaviours and characteristics that can be used to describe 
leaders. Each behaviour or characteristic is accompanied by a short definition to clarify its 
meaning. 
Using the above description of outstanding leaders as a guide, rate the behaviours and 
characteristics on the following pages. To do this, on the line next to each behaviour or 
characteristic write the number from the scale below that best describes how important that 
behaviour or characteristic is for a leader to be outstanding. 
Section 2 questions start here. 
____ 2_1 Diplomatic = Skilled at interpersonal relations, tactful 
____ 2_2 Evasive = Refrains from making negative comments to 
maintain good relationships and save face 
____ 2_3 Mediator  = Intervenes to solve conflicts between individuals 
____ 2_4 Bossy = Tells subordinates what to do in a commanding 
way 
____ 2_5 Positive  = Generally optimistic and confident 
____ 2_6 Intra-group 
competitor 
= Tries to exceed the performance of others in his 
or her group 
____ 2_7 Autonomous = Acts independently, does not rely on others 
____ 2_8 Independent = Does not rely on others; self-governing 
____ 2_9 Ruthless  = Punitive; Having no pity or compassion 
____ 2_10 Tender  = Easily hurt or offended 
____ 2_11 Improvement-oriented = Seeks continuous performance improvement 
____ 2_12 Inspirational = Inspires emotions, beliefs, values, and behaviours 
of others, inspires others to be motivated to work 
hard 
____ 2_13 Anticipatory = Anticipates, attempts to forecast events, considers 
what will happen in the future 
____ 2_14 Risk taker = Willing to invest major resources in endeavours 
that do not have high probability of successful 
  
SCALE 
1= This behaviour or characteristic greatly inhibits a person from being an outstanding leader. 
2= This behaviour or characteristic somewhat inhibits a person from being an outstanding leader. 
3= This behaviour or characteristic slightly inhibits a person from being an outstanding leader. 
4= This behaviour or characteristic has no impact on whether a person is an outstanding leader. 
5= This behaviour or characteristic contributes slightly to a person being an outstanding leader. 
6= This behaviour or characteristic contributes somewhat to a person being an outstanding leader. 
7= This behaviour or characteristic contributes greatly to a person being an outstanding leader. 
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Characteristic or Behaviour 
 
 Definition 
____ 2_15 Sincere = Means what he/she says, earnest 
____ 2_16 Trustworthy = Deserves trust, can be believed and relied upon to 
keep his/her word 
____ 2_17 Worldly = Interested in temporal events, has a world outlook 
____ 2_18 Intra-group conflict 
avoider 
= Avoids disputes with members of his or her 
group 
____ 2_19 Administratively 
skilled 
= Able to plan, organize, coordinate and control 
work of large numbers (over 75) of individuals 
____ 2_20 Just = Acts according to what is right or fair 
____ 2_21 Win/win problem solver = Able to identify solutions which satisfy 
individuals with diverse and conflicting interests 
____ 2_22 Clear = Easily understood 
____ 2_23 Self-interested = Pursues own best interests 
____ 2_24 Tyrannical = Acts like a tyrant or despot; imperious 
____ 2_25 Integrator = Integrates people or things into cohesive, 
working whole 
____ 2_26 Calm = Not easily distressed 
____ 2_27 Provocateur  = Stimulates unrest 
____ 2_28 Loyal = Stays with and supports friends even when 
they have substantial problems or difficulties 
____ 2_29 Unique = An unusual person, has characteristics of 
behaviours that are different from most others 
____ 2_30 Collaborative = Works jointly with others 
____ 2_31 Encouraging = Gives courage, confidence or hope through 
reassuring and advising 
____ 2_32 Morale booster = Increases morale of subordinates by offering 
encouragement, praise, and/or by being confident 
____ 2_33 Arrogant = Presumptuous or overbearing 
____ 2_34 Orderly = Is organized and methodological in work 
____ 2_35 Prepared  = Is ready for future events 
____ 2_36 Autocratic = Makes decisions in dictatorial way 
____ 2_37 Secretive  = Tends to conceal information from others 
____ 2_38 Asocial = Avoids people or groups, prefers own company 
____ 2_39 Fraternal  = Tends to be a good friend of subordinates 
____ 2_40 Generous = Willing to give time, money, resources and help 
to others 
____ 2_41 Formal  = Acts in accordance with rules, convention and 
ceremonies 
SCALE 
1= This behaviour or characteristic greatly inhibits a person from being an outstanding leader. 
2= This behaviour or characteristic somewhat inhibits a person from being an outstanding leader. 
3= This behaviour or characteristic slightly inhibits a person from being an outstanding leader. 
4= This behaviour or characteristic has no impact on whether a person is an outstanding leader. 
5= This behaviour or characteristic contributes slightly to a person being an outstanding leader. 
6= This behaviour or characteristic contributes somewhat to a person being an outstanding leader. 
7= This behaviour or characteristic contributes greatly to a person being an outstanding leader. 
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Characteristic or Behaviour 
 
 Definition 
____ 2_42 Modest = Does not boast, presents self in a humble 
manner 
____ 2_43 Intelligent = Smart, learns and understands easily 
____ 2_44 Decisive  = Makes decisions firmly and quickly 
____ 2_45 Consultative = Consults with others before making plans or 
taking action 
____ 2_46 Irritable = Moody; easily agitated 
____ 2_47 Loner  = Works and acts separately from others 
____ 2_48 Enthusiastic = Demonstrates and imparts strong positive 
emotions for work 
____ 2_49 Risk averse = Avoids taking risks, dislikes risk 
____ 2_50 Vindictive = Vengeful; seeks revenge when wronged 
____ 2_51 Compassionate = Has empathy for others, inclined to be helpful 
or show mercy 
____ 2_52 Subdued = Suppressed, quiet, tame 
____ 2_53 Egocentric = Self-absorbed, thoughts focus mostly on one’s 
self 
____ 2_54 Non-explicit = Subtle, does not communicate explicitly, 
communicates by metaphor, et allegory, et 
example 
____ 2_55 Distant = Aloof, stands off from others, difficult to become 
friends with 
____ 2_56 Intellectually 
stimulating 
= Encourages others to think and use their minds; 
challenges beliefs, stereotypes and attitudes of 
others 
 
 
 
This is the end of Section 2. Please continue on to Section 3. 
  
SCALE 
1= This behaviour or characteristic greatly inhibits a person from being an outstanding leader. 
2= This behaviour or characteristic somewhat inhibits a person from being an outstanding leader. 
3= This behaviour or characteristic slightly inhibits a person from being an outstanding leader. 
4= This behaviour or characteristic has no impact on whether a person is an outstanding leader. 
5= This behaviour or characteristic contributes slightly to a person being an outstanding leader. 
6= This behaviour or characteristic contributes somewhat to a person being an outstanding leader. 
7= This behaviour or characteristic contributes greatly to a person being an outstanding leader. 
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Section 3 — The way things generally should be in your society 
 
Instructions 
Instructions  
In this section, we are interested in your beliefs about what the norms, values, and practices 
should be in the organization in which you work as a manager.  
Again, there are no right or wrong answers, and answers don’t indicate goodness or badness 
of the organization.  
Please respond to the questions by circling the number that most closely represents your 
observations about your organization.  
Section 3 questions start here 
3-1. In this organization, orderliness and consistency should be stressed, even at the expense 
of experimentation and innovation. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
3-2. In this organization, people should be encouraged to be: 
aggressive    non-
aggressive 
1 2 3 4 5 6 7 
 
3-3. In this organization, people who are successful should: 
plan ahead    take life 
events 
as they occur 
1 2 3 4 5 6 7 
 
3-4. In this organization, accepted norm should be to: 
plan for the 
future 
   accept the 
status quo 
1 2 3 4 5 6 7 
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3-5. In this organization, a person’s influence should be based primarily on: 
 
one’s ability and 
contribution to 
the society 
   the authority of 
one’s position 
1 2 3 4 5 6 7 
3-6. In this organization,, people should be encouraged to be: 
assertive    non-assertive 
1 2 3 4 5 6 7 
 
3-7. I believe that in this organization, managers should encourage group loyalty even if 
individual goals suffer. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
3-8. In this organization, meetings should be: 
planned well in 
advance (2 or 
more weeks in 
advance) 
   spontaneous 
(planned less 
than an hour in 
advance) 
1 2 3 4 5 6 7 
 
3-9. In this organization, people should be encouraged to be: 
very 
concerned 
about others 
   not at all 
concerned 
about others 
1 2 3 4 5 6 7 
 
3-10. In this organization, people should be encouraged to be: 
dominant    non-
dominant 
1 2 3 4 5 6 7 
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3-11. In this organization, people should take pride in the individual accomplishments. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
3-12. In this organization, pay and bonus system should be designed to maximize: 
 
individual 
interests 
   collective 
interests 
1 2 3 4 5 6 7 
 
3-13. In this organization, subordinates should: 
obey their 
bosses without 
question 
   question their 
boss when in 
disagreement 
1 2 3 4 5 6 7 
 
3-14. In this organization, people should be encouraged to be: 
tough    tender 
1 2 3 4 5 6 7 
 
3-15. In this organization, employees should be encouraged to strive for continuously 
improved performance. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
3-16. In this organization, a person whose work is highly structured with few unexpected 
events: 
 
has a lot to be 
thankful for 
   is missing a lot 
of excitement 
1 2 3 4 5 6 7 
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3-17. In this organization, men should be encouraged to participate in professional 
development activities more than woman. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
3-18. In this organization, major rewards should be based on: 
only 
performance 
effectiveness 
 effectiveness and 
other factors (for 
example, seniority or 
political 
connections) 
 only factors other 
than 
performance 
effectiveness (for 
example, seniority or 
political connections) 
1 2 3 4 5 6 7 
 
3-19. In this organization, job requirements and instructions should be spelled out in detail so 
citizens know what they are expected to do. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
3-20. In this organization, being innovative to improve performance should be: 
substantially 
rewarded 
 somewhat 
rewarded 
 not rewarded 
1 2 3 4 5 6 7 
 
3-21. In this organization, people should be encouraged to be: 
very sensitive 
toward others 
   not at all 
sensitive 
toward others 
1 2 3 4 5 6 7 
 
3-22. In this organization, physically demanding tasks should usually be performed by: 
men    woman 
1 2 3 4 5 6 7 
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3-23. In this organization, group managers should take pride in the individual 
accomplishments of group members. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
3-24. I believe that managers in this organization, should: 
provide detailed 
plans 
concerning how 
to achieve goals 
   allow the people 
freedom in 
determining how 
best 
to achieve goals 
1 2 3 4 5 6 7 
 
3-25. I believe that in this organization, would be more effectively managed if there were: 
 
many more 
women in 
positions of 
authority 
than 
there are now 
 about the same 
number of 
women in 
positions of 
authority as 
there are now 
 many less 
women in 
positions of 
authority 
than 
there are 
now 
1 2 3 4 5 6 7 
 
3-26. In this organization, rank and position in the hierarchy should have special privileges.  
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
3-27. In this organization, employees should feel loyalty to the organization. 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
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3-28. I feel that in this organization, being accepted by the other members of a group should 
be very important. 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
3-29. how important should it be to members of your work organization that your 
organization is viewed positively by persons in other organization? 
it should not 
be important 
at all  
 
 it should be 
moderately 
important  
 
 it should be 
very 
important  
 
1 2 3 4 5 6 7 
 
3-30. In this organization, people should:  
worry about 
current crises  
 
   plan for the 
future  
 
1 2 3 4 5 6 7 
 
3-31. How much should it bother people in your organization if an outsider publicly made 
negative comments about the organization? 
it should not 
bother them 
at all  
 
 it should bother 
them a moderate 
amount  
 
 it should 
bother them 
a great deal  
 
1 2 3 4 5 6 7 
 
3-32. In this organization, people should be encouraged to: 
very tolerant 
of mistakes  
 
   not at all 
tolerant of 
mistakes  
 
1 2 3 4 5 6 7 
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3-33. In this organization, employees should set challenging work goals for themselves. 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
3-34. In this organization, important organizational decisions should be made by: 
management    employees 
1 2 3 4 5 6 7 
 
3-35. I believe that in this organization, time devoted to reaching consensus is: 
a waste of 
time  
 
 sometimes wasted 
and sometimes 
well spent  
 
 time well 
spent  
 
1 2 3 4 5 6 7 
 
3-36. When in disagreement with superiors, subordinates in this organization should generally 
go along with what superiors say or want 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
3-37. Members of this organization should: 
take no pride 
in working 
for the 
organization  
 
 take a moderate 
amount of pride 
in working for the 
organization  
 
 take a great 
deal of pride 
in working 
for the 
organization  
 
1 2 3 4 5 6 7 
 
3-38. In this organization, people should be encouraged to be: 
very 
generous  
 
   not at all 
generous  
 
1 2 3 4 5 6 7 
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3-39. In this organization, opportunities for management positions should be: 
 
more 
available for 
men than for 
women  
 
 equally available 
for men and 
women  
 
 more 
available for 
women than 
for men  
 
1 2 3 4 5 6 7 
 
3-40. In this organization, people should work on: 
only 
individual 
projects  
 
 some individual 
and some team 
projects  
 
 only team 
projects  
 
1 2 3 4 5 6 7 
 
3-41. In this organization, it should be worse for a man to fail in his job than for a woman to 
fail in her job 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
 
 
 
This concludes Section 3. Please continue on to Section 4. 
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Section 4 — Leader Behaviours (Part II) 
 
Instructions 
This section follows the same format as that of Section 2. You should again rate the leader 
behaviours and characteristics on the following pages. To do this, on the line next to each 
behaviour or characteristic write the number from the scale below that best describes how 
important that behaviour or characteristic is for a leader to be outstanding. 
Section 4 questions begin here. 
____ 4_1 Cautious = Proceeds/performs with great care and does 
not take risks 
____ 4_2 Organised = Well organized, methodical, orderly 
____ 4_3 Cunning  = Sly, deceitful, full of guile 
____ 4_4 Informed = Knowledgeable; aware of information 
____ 4_5 Effective bargainer = Is able to negotiate effectively, able to make 
transactions with others on favourable terms 
____ 4_6 Egotistical = Conceited, convinced of own abilities 
____ 4_7 Non-cooperative = Unwilling to work jointly with others 
____ 4_8 Logical = Applies logic when thinking 
____ 4_9 Status conscious = Aware of others' socially accepted status 
____ 4_10 Foresight  = Anticipates possible future events 
____ 4_11 Plans ahead = Anticipates and prepares in advance 
____ 4_12 Normative = Behaves according to the norms of his or her 
group 
____ 4_13 Individually oriented = Concerned with and places high value on 
preserving individual rather than group needs 
____ 4_14 Non-egalitarian = Believes that all individuals are not equal and 
only some should have equal rights and 
privileges 
____ 4_15 Intuitive = Has extra insight 
____ 4_16 Indirect = Does not go straight to the point, uses 
metaphors and examples to communicate 
____ 4_17 Habitual = Given to a constant, regular routine 
____ 4_18 Self-effacing = Presents self in a modest way 
____ 4_19 Able to anticipate = Able to successfully anticipate future needs 
____ 4_20 Motive arouser = Mobilizes and activates followers 
____ 4_21 Sensitive  = Aware of slight changes in other's moods, 
restricts discussion to prevent embarrassment 
SCALE 
1= This behaviour or characteristic greatly inhibits a person from being an outstanding leader. 
2= This behaviour or characteristic somewhat inhibits a person from being an outstanding leader. 
3= This behaviour or characteristic slightly inhibits a person from being an outstanding leader. 
4= This behaviour or characteristic has no impact on whether a person is an outstanding leader. 
5= This behaviour or characteristic contributes slightly to a person being an outstanding leader. 
6= This behaviour or characteristic contributes somewhat to a person being an outstanding leader. 
7= This behaviour or characteristic contributes greatly to a person being an outstanding leader. 
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Characteristic or Behaviour  Definition 
____ 4_22 Convincing = Unusually able to persuade others of his/her 
viewpoint 
____ 4_23 Communicative = Communicates with others frequently 
____ 4_24 Excellence-oriented = Strives for excellence in performance of self 
and subordinates 
____ 4_25 Procedural  = Follows established rules and guidelines 
____ 4_26 Confidence builder = Instils others with confidence by showing 
confidence in them 
____ 4_27 Group-oriented = Concerned with the welfare of the group 
____ 4_28 Class conscious = Is conscious of class and status boundaries 
and acts accordingly 
____ 4_29 Non-participative = Does not participate with others 
____ 4_30 Self-sacrificial = Foregoes self-interests and makes personal 
sacrifices in the interest of a goal or vision 
____ 4_31 Patient = Has and shows patience 
____ 4_32 Honest = Speaks and acts truthfully 
____ 4_33 Domineering = Inclined to dominate others 
____ 4_34 Intra-group face 
saver 
= Ensures that other group members are not 
embarrassed or shamed 
____ 4_35 Dynamic = Highly involved, energetic, enthused, motivated 
____ 4_36 Coordinator = Integrates and manages work of subordinates 
____ 4_37 Elitist = Believes that a small number of people with 
similar backgrounds are superior and should 
enjoy privileges 
____ 4_38 Team builder = Able to induce group members to work 
together 
____ 4_39 Cynical = Tends to believe the worst about people and 
events 
____ 4_40 Performance-oriented = Sets high standards of performance 
____ 4_41 Ambitious = Sets high goals, works hard 
____ 4_42 Motivational = Stimulates others to put forth efforts above and 
beyond the call of duty and make personal 
sacrifices 
____ 4_43 Micro-manager = An extremely close supervisor, one who 
insists on making all decisions 
____ 4_44 Non-delegator = Unwilling or unable to relinquish control of 
projects or tasks 
____ 4_45 Avoids negatives = Avoids saying no to another when requested 
to do something, even when it cannot be done 
SCALE 
1= This behaviour or characteristic greatly inhibits a person from being an outstanding leader. 
2= This behaviour or characteristic somewhat inhibits a person from being an outstanding leader. 
3= This behaviour or characteristic slightly inhibits a person from being an outstanding leader. 
4= This behaviour or characteristic has no impact on whether a person is an outstanding leader. 
5= This behaviour or characteristic contributes slightly to a person being an outstanding leader. 
6= This behaviour or characteristic contributes somewhat to a person being an outstanding leader. 
7= This behaviour or characteristic contributes greatly to a person being an outstanding leader. 
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Characteristic or Behaviour 
 
 Definition 
____ 4_46 Visionary = Has a vision and imagination of the future 
____ 4_47 Wilful = Strong-willed, determined, resolute, persistent 
____ 4_48 Ruler = Is in charge and does not tolerate disagreement or 
questioning, gives orders 
____ 4_49 Dishonest = Fraudulent, insincere 
____ 4_50 Hostile = Actively unfriendly, acts negatively toward 
others 
____ 4_51 Future-oriented = Makes plans and takes actions based on future 
goals 
____ 4_52 Good 
administrator 
= Has ability to manage complex office work and 
administrative systems 
____ 4_53 Dependable = Reliable 
____ 4_54 Dictatorial = Forces her/his values and opinions on others 
____ 4_55 Individualistic = Behaves in a different manner than peers 
____ 4_56 Ritualistic = Uses a prescribed order to carry out procedures 
 
 
This concludes Section 4. Please go on to Section 5. 
 
  
SCALE 
1= This behaviour or characteristic greatly inhibits a person from being an outstanding leader. 
2= This behaviour or characteristic somewhat inhibits a person from being an outstanding leader. 
3= This behaviour or characteristic slightly inhibits a person from being an outstanding leader. 
4= This behaviour or characteristic has no impact on whether a person is an outstanding leader. 
5= This behaviour or characteristic contributes slightly to a person being an outstanding leader. 
6= This behaviour or characteristic contributes somewhat to a person being an outstanding leader. 
7= This behaviour or characteristic contributes greatly to a person being an outstanding leader. 
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Section 5 — Demographic questions 
 
Following are several questions about you, your background, and the place where you work. 
These questions are important because they help us to see if different types of people respond 
to the questions on this questionnaire in different ways. They are NOT used to identify any 
individual. 
 
I. Questions about your personal background 
5-1. How old are you? ________________________________________________ years old 
5-2. What is your gender? (check one) Male ______ Female ________ 
5-3. What is your country of citizenship / passport?__________________________________ 
5-4. What country were you born in? ____________________________________________ 
5-5. How long have you lived in the country where you currently live? _______________ 
years 
5-6. Besides your country of birth, how many other countries have you lived in for longer 
than one year? _____________________________________________ countries 
5-7. What is your ethnic background? ____________________________________________ 
5-8. Do you have a religious affiliation? YES/NO 
5-9 If you answered yes to question 6a, please indicate the name of the religion. __________ 
______________________________________________________________________ 
Questions about your family background 
5-10. What country was your mother born in? _____________________________________ 
5-11. What country was your father born in? ______________________________________ 
5-12. What language(s) were spoken in your home when you were a child? ______________ 
______________________________________________________________________ 
Questions about your work background 
5-13. How many years of full-time work experience have you had? _________________ 
years 
5-14. How many years have you been a manager? ____________________________ years 
5-15. How long have you worked for your current employer?______ years and _____ months. 
5-16 Have you ever worked for a multinational corporation? YES / NO 
5-17. Do you belong to any professional associations or networks? (circle one) ___ YES / NO 
5-18. Do you participate in any industrial or trade association activities? (circle one) YES / 
NO 
Questions about your educational background 
5-19. How many years of formal education do you have? ________ years of formal education 
5-20. If you have an educational major or area of specialization, what is it?_______________ 
______________________________________________________________________ 
5-21. Have you received any formal training in Western management practices? YES / NO 
Questions about this organization 
5-22. Please indicate the kind of work done primarily done by the unit you manage: 
__________ Administration 
__________ Engineering, manufacturing or production 
__________ Finance or accounting 
__________ Human resource management or personnel management 
__________ Marketing 
__________ Planning 
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__________ Purchasing 
__________ Research & development 
__________ Sales 
__________ Support services (for example, plant & equipment maintenance) 
Other (please describe) __________________________________________ 
_____________________________________________________________ 
5-23. How many people report directly to you in the chain of command? ___________ people 
5-24. How many people work in the subunit of the organization you manage? _______ people 
5-25. How many organizational levels are there between you and the chief executive of your 
organization? _______________________________________________________levels 
5-26. How many hierarchical levels are there between you and the non-supervisory personnel 
in 
your organization or unit? ______________________________________________levels 
5-27. What language(s) do you use at work? _____________________________________ 
______________________________________________________________________ 
 
 
 
 
 
This concludes the questionnaire. We truly appreciate your willingness to complete this 
questionnaire, and to assist in this research project. 
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Appendix 2: The GLOBE research survey Beta 
 
 
 
 
 
 
 
 
 
 
 
Research Survey GLOBE Project 
 
(Global Leadership and Organizational 
Behaviour Effectiveness Project) 
 
 
Form Beta 
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Introduction 
 
The purpose of this research is to learn about national culture, management practices, and 
perceptions of leadership in Bosnia and Herzegovina. The questionnaire that you are asked to 
complete will take about one hour of your time. 
 
The resulting information will be useful for individuals who conduct business or government 
relations with Bosnia and Herzegovina. This information may be used for classroom 
instruction of students and managers in universities, technological institutes, and other 
societies throughout the world. Hopefully, this information will be helpful to better 
understand business and leadership in Bosnia and Herzegovina.  
 
In the following pages, you are asked to choose a number of statements that reflect your 
observations of cultural or societal practices, your beliefs, your values, or your perceptions. 
This is not a test, and there are no right or wrong answers. We are mainly interested in 
learning about the beliefs and values in Bosnian society, and how societal practices are 
perceived by you and the others participating in this research. Your responses will be kept 
completely confidential. No individual respondent will be identified to any other person or in 
any written form. Further, the name of your organization will not be publicly released. 
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General Instructions 
 
In completing this survey, you will be asked questions focusing on the society in which you 
live, and on your perceptions of leaders and leadership. Most people complete the survey in 
approximately 60 minutes. There are five sections to this questionnaire. Sections 1 and 3 ask 
about your society. Sections 2 and 4 ask about leaders and leadership. Section 5 asks about 
you. 
 
Explanation of the types of questions 
There are several different types of questions in this questionnaire. Sections 1 and 3 have 
questions with two different formats. An example of the first type of question is shown below. 
 
A. In this country, the weather is generally: 
 
very pleasant  moderately 
pleasant 
 
 very 
unpleasant 
 
1 2 3 4 5 6 7 
 
For a question like this, you would circle the number from 1 to 7 that is closest to your 
perceptions about your country. For example, if you think the weather in your country is 
“very pleasant,” you would circle the 1. If you think the weather is not quite “very pleasant” 
but is better than “moderately pleasant,” you could circle either the 2 or the 3, depending on 
whether you think the weather is closer to “very pleasant” or to “moderately pleasant.” 
 
The second type of question asks how much you agree or disagree with a particular statement. 
An example of this kind of question is given below. 
 
B. The weather in this country is very pleasant. 
 
strongly 
agree 
 
 
 
neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
For a question like this, you would circle the number from 1 to 7 that is closest to your level 
of agreement with the statement. For example, if you strongly agree that the weather in your 
country is very pleasant, you would circle the 1. If you generally agree with the statement but 
disagree slightly, you could circle either the 2 or the 3, depending on how strongly you agree 
with the statement. If you disagree with the statement, you would circle the 5, 6, or 7, 
depending on how much you disagree with the statement. 4 
 
Sections 2 and 4 have a different type of question. For these sections, you are given a list of 
behaviours and characteristics that a leader might display. You are asked to rate these 
behaviours and characteristics using the scale shown below. To do this, on the line next to 
each behaviour or characteristic write the number from the scale that best describes how 
displaying that behaviour or characteristic affects the leader’s effectiveness. 
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An example is shown below. If you believed that being tall inhibited a person from being an 
outstanding leader, you would write 1, 2, or 3 on the line to the left of “Tall,” depending on 
how much you thought being tall inhibited outstanding leadership. If you believed that being 
tall contributes to a person’s being an outstanding leader, you would write 5, 6, or 7 on the 
line to the left of “Tall,” depending on how much you thought being tall contributed to 
outstanding leadership. Finally, if you believed that being tall had no effect on whether a 
person was an outstanding leader, you would write 4 on the line to the left of “Tall.” 
 
 
_______ A. Tall               = Of significantly above average height 
 
 
 
  
SCALE 
1= This behaviour or characteristic greatly inhibits a person from being an outstanding leader. 
2= This behaviour or characteristic somewhat inhibits a person from being an outstanding leader. 
3= This behaviour or characteristic slightly inhibits a person from being an outstanding leader. 
4= This behaviour or characteristic has no impact on whether a person is an outstanding leader. 
5= This behaviour or characteristic contributes slightly to a person being an outstanding leader. 
6= This behaviour or characteristic contributes somewhat to a person being an outstanding leader. 
7= This behaviour or characteristic contributes greatly to a person being an outstanding leader. 
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Section 1 — The way things are in your society 
 
Instructions 
In this section, we are interested in your beliefs about the norms, values, and practices in your 
society. In other words, we are interested in the way your society is — not the way you think 
it should be. 
There are no right or wrong answers, and answers don’t indicate goodness or badness of the 
society. 
Please respond to the questions by circling the number that most closely represents your 
observations about your society. 
 
Section 1 questions begin here 
 
1-1. In this society, orderliness and consistency are stressed, even at the expense of 
experimentation and innovation. 
 
strongly 
agree 
 
 
 
neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
1-2. In this society, people are generally: 
 
aggressive     non-
agressive 
1 2 3 4 5 6 7 
 
1-3. The way to be successful in this society is to: 
 
plan ahead 
   take life 
events 
as they occur 
1 2 3 4 5 6 7 
 
1-4. In this society, the accepted norm is to 
plan for the 
future 
   accept the 
status quo 
1 2 3 4 5 6 7 
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1-5. In this society, a person’s influence is based primarily on: 
one’s ability and 
contribution to 
the society 
   the authority of 
one’s position 
1 2 3 4 5 6 7 
 
1-6. In this society, people are generally: 
assertive    non-assertive 
1 2 3 4 5 6 7 
 
1-7. In this society, leaders encourage group loyalty even if individual goals suffer: 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
1-8. In this society, social gatherings are: 
planned well in 
advance (2 or 
more weeks in 
advance) 
   spontaneous 
(planned less 
than an hour in 
advance) 
1 2 3 4 5 6 7 
 
1-9. In this society, people are generally: 
very 
concerned 
about others 
   not at all 
concerned 
about others 
1 2 3 4 5 6 7 
 
1-10. In this society, people are generally: 
dominant    non-
dominant 
1 2 3 4 5 6 7 
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1-11. In this society, children take pride in the individual accomplishments of their parents. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
1-12. The economic system in this society is designed to maximize: 
individual 
interests 
   collective 
interests 
1 2 3 4 5 6 7 
 
1-13. In this society, followers are expected to: 
obey their 
leaders 
without 
question 
   question their 
leaders when in 
disagreement 
1 2 3 4 5 6 7 
 
1-14. In this society, people are generally: 
tough    tender 
1 2 3 4 5 6 7 
 
1-15. In this society, teen-aged students are encouraged to strive for continuously improved 
performance. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
1-16. In this society, most people lead highly structured lives with few unexpected events. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
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1-17. In this society, boys are encouraged more than girls to attain a higher 
education. 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
1-18. In this society, major rewards are based on: 
only 
performance 
effectiveness 
 performance 
effectiveness and 
other factors (for 
example, seniority or 
political connections) 
 only factors other 
than performance 
effectiveness (for 
example, seniority or 
political connections) 
1 2 3 4 5 6 7 
 
1-19. In this society, societal requirements and instructions are spelled out in detail so citizens 
know what they are expected to do. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
1-20. In this society, being innovative to improve performance is generally: 
substantially 
rewarded 
 somewhat 
rewarded 
 not rewarded 
1 2 3 4 5 6 7 
 
1-21. In this society, people are generally: 
very sensitive 
toward others 
   not at all 
sensitive 
toward others 
1 2 3 4 5 6 7 
 
1-22. In this society, there is more emphasis on athletic programs for: 
boys    girls 
1 2 3 4 5 6 7 
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1-23. In this society, parents take pride in the individual accomplishments of their children. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
1-24. This society has rules or laws to cover: 
almost all 
situations 
 some situations  very few 
situations 
1 2 3 4 5 6 7 
 
1-25. In this society, people are generally: 
very friendly    very 
unfriendly 
1 2 3 4 5 6 7 
 
1-26. In this society, people in positions of power try to: 
increase their 
social distance 
from less 
powerful 
individuals 
   decrease their 
social distance 
from less 
powerful people 
1 2 3 4 5 6 7 
 
1-27. In this society, rank and position in the hierarchy have special privileges. 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
1-28. In this society, aging parents generally live at home with their children. 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
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1-29. In this society, being accepted by the other members of a group is very important. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
1-30. In this society, more people: 
live for the 
present than 
live 
for the future 
   live for the 
future than 
live 
for the 
present 
1 2 3 4 5 6 7 
 
1-31. In this society, people place more emphasis on: 
solving 
current 
problems 
   planning for 
the future 
1 2 3 4 5 6 7 
 
1-32. In this society, people are generally: 
very tolerant of 
mistakes 
   not at all 
tolerant of 
mistakes 
1 2 3 4 5 6 7 
 
1-33 In this society, people are generally: 
very 
generous 
   not at all 
generous 
1 2 3 4 5 6 7 
 
1-34. In this society, power is: 
concentrated at 
the top 
    shared 
throughout the 
society 
1 2 3 4 5 6 7 
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1-35. In this society: 
group cohesion 
is valued more 
than 
individualism 
 group cohesion 
and 
individualism 
are equally 
valued 
 individualism is 
valued more 
than group 
cohesion 
1 2 3 4 5 6 7 
 
1-36. In this society, it is worse for a boy to fail in school than for a girl to fail in school. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
 
1 2 3 4 5 6 7  
 
1-37. In this society, people are generally: 
physical    non-physical 
1 2 3 4 5 6 7 
 
1-38. In this society, who is more likely to serve in a position of high office? 
 
men 
 men and 
women are 
equally likely to 
serve 
  
women 
1 2 3 4 5 6 7 
 
1-39. In this society, children generally live at home with their parents until they get married. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
 
 
This is the end of Section 1 of the questionnaire. Please continue on to Section 2. 
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Section 2 — Leader Behaviours 
 
Instructions 
You are probably aware of people in your organization or industry who are exceptionally 
skilled at motivating, influencing, or enabling you, others, or groups to contribute to the 
success of the organization or task.  
In this country, we might call such people “outstanding leaders.”  
On the following pages are several behaviours and characteristics that can be used to describe 
leaders. Each behaviour or characteristic is accompanied by a short definition to clarify its 
meaning. 
Using the above description of outstanding leaders as a guide, rate the behaviours and 
characteristics on the following pages. To do this, on the line next to each behaviour or 
characteristic write the number from the scale below that best describes how important that 
behaviour or characteristic is for a leader to be outstanding. 
 
Section 2 questions start here. 
____ 2_1 Diplomatic = Skilled at interpersonal relations, tactful 
____ 2_2 Evasive = Refrains from making negative comments to 
maintain good relationships and save face 
____ 2_3 Mediator  = Intervenes to solve conflicts between individuals 
____ 2_4 Bossy = Tells subordinates what to do in a commanding 
way 
____ 2_5 Positive  = Generally optimistic and confident 
____ 2_6 Intra-group 
competitor 
= Tries to exceed the performance of others in his 
or her group 
____ 2_7 Autonomous = Acts independently, does not rely on others 
____ 2_8 Independent = Does not rely on others; self-governing 
____ 2_9 Ruthless  = Punitive; Having no pity or compassion 
____ 2_10 Tender  = Easily hurt or offended 
____ 2_11 Improvement-oriented = Seeks continuous performance improvement 
____ 2_12 Inspirational = Inspires emotions, beliefs, values, and behaviours 
of others, inspires others to be motivated to work 
hard 
____ 2_13 Anticipatory = Anticipates, attempts to forecast events, considers 
what will happen in the future 
____ 2_14 Risk taker = Willing to invest major resources in endeavours 
that do not have high probability of successful 
SCALE 
1= This behaviour or characteristic greatly inhibits a person from being an outstanding leader. 
2= This behaviour or characteristic somewhat inhibits a person from being an outstanding leader. 
3= This behaviour or characteristic slightly inhibits a person from being an outstanding leader. 
4= This behaviour or characteristic has no impact on whether a person is an outstanding leader. 
5= This behaviour or characteristic contributes slightly to a person being an outstanding leader. 
6= This behaviour or characteristic contributes somewhat to a person being an outstanding leader. 
7= This behaviour or characteristic contributes greatly to a person being an outstanding leader. 
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Characteristic or Behaviour 
 
 Definition 
____ 2_15 Sincere = Means what he/she says, earnest 
____ 2_16 Trustworthy = Deserves trust, can be believed and relied upon to 
keep his/her word 
____ 2_17 Worldly = Interested in temporal events, has a world outlook 
____ 2_18 Intra-group conflict 
avoider 
= Avoids disputes with members of his or her 
group 
____ 2_19 Administratively 
skilled 
= Able to plan, organize, coordinate and control 
work of large numbers (over 75) of individuals 
____ 2_20 Just = Acts according to what is right or fair 
____ 2_21 Win/win problem solver = Able to identify solutions which satisfy 
individuals with diverse and conflicting interests 
____ 2_22 Clear = Easily understood 
____ 2_23 Self-interested = Pursues own best interests 
____ 2_24 Tyrannical = Acts like a tyrant or despot; imperious 
____ 2_25 Integrator = Integrates people or things into cohesive, 
working whole 
____ 2_26 Calm = Not easily distressed 
____ 2_27 Provocateur  = Stimulates unrest 
____ 2_28 Loyal = Stays with and supports friends even when 
they have substantial problems or difficulties 
____ 2_29 Unique = An unusual person, has characteristics of 
behaviours that are different from most others 
____ 2_30 Collaborative = Works jointly with others 
____ 2_31 Encouraging = Gives courage, confidence or hope through 
reassuring and advising 
____ 2_32 Morale booster = Increases morale of subordinates by offering 
encouragement, praise, and/or by being confident 
____ 2_33 Arrogant = Presumptuous or overbearing 
____ 2_34 Orderly = Is organized and methodological in work 
____ 2_35 Prepared  = Is ready for future events 
____ 2_36 Autocratic = Makes decisions in dictatorial way 
____ 2_37 Secretive  = Tends to conceal information from others 
____ 2_38 Asocial = Avoids people or groups, prefers own company 
____ 2_39 Fraternal  = Tends to be a good friend of subordinates 
____ 2_40 Generous = Willing to give time, money, resources and help 
to others 
____ 2_41 Formal  = Acts in accordance with rules, convention and 
ceremonies 
SCALE 
1= This behaviour or characteristic greatly inhibits a person from being an outstanding leader. 
2= This behaviour or characteristic somewhat inhibits a person from being an outstanding leader. 
3= This behaviour or characteristic slightly inhibits a person from being an outstanding leader. 
4= This behaviour or characteristic has no impact on whether a person is an outstanding leader. 
5= This behaviour or characteristic contributes slightly to a person being an outstanding leader. 
6= This behaviour or characteristic contributes somewhat to a person being an outstanding leader. 
7= This behaviour or characteristic contributes greatly to a person being an outstanding leader. 
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Characteristic or Behaviour 
 
 Definition 
____ 2_42 Modest = Does not boast, presents self in a humble 
manner 
____ 2_43 Intelligent = Smart, learns and understands easily 
____ 2_44 Decisive  = Makes decisions firmly and quickly 
____ 2_45 Consultative = Consults with others before making plans or 
taking action 
____ 2_46 Irritable = Moody; easily agitated 
____ 2_47 Loner  = Works and acts separately from others 
____ 2_48 Enthusiastic = Demonstrates and imparts strong positive 
emotions for work 
____ 2_49 Risk averse = Avoids taking risks, dislikes risk 
____ 2_50 Vindictive = Vengeful; seeks revenge when wronged 
____ 2_51 Compassionate = Has empathy for others, inclined to be helpful 
or show mercy 
____ 2_52 Subdued = Suppressed, quiet, tame 
____ 2_53 Egocentric = Self-absorbed, thoughts focus mostly on one’s 
self 
____ 2_54 Non-explicit = Subtle, does not communicate explicitly, 
communicates by metaphor, et allegory, et 
example 
____ 2_55 Distant = Aloof, stands off from others, difficult to become 
friends with 
____ 2_56 Intellectually 
stimulating 
= Encourages others to think and use their minds; 
challenges beliefs, stereotypes and attitudes of 
others 
 
 
 
This is the end of Section 2. Please continue on to Section 3. 
  
SCALE 
1= This behaviour or characteristic greatly inhibits a person from being an outstanding leader. 
2= This behaviour or characteristic somewhat inhibits a person from being an outstanding leader. 
3= This behaviour or characteristic slightly inhibits a person from being an outstanding leader. 
4= This behaviour or characteristic has no impact on whether a person is an outstanding leader. 
5= This behaviour or characteristic contributes slightly to a person being an outstanding leader. 
6= This behaviour or characteristic contributes somewhat to a person being an outstanding leader. 
7= This behaviour or characteristic contributes greatly to a person being an outstanding leader. 
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Section 3 — The way things generally should be in your society 
 
Instructions 
In this section, we are interested in your beliefs about what the norms, values, and practices 
should be in your society. 
 
Again, there are no right or wrong answers, and answers don’t indicate goodness or badness 
of the society. 
 
Please respond to the questions by circling the number that most closely represents your 
observations about your society. 
 
Section 3 questions start here 
3-1. I believe that orderliness and consistency should be stressed, even at the expense of 
experimentation and innovation. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
3-2. In this society, people should be encouraged to be: 
aggressive    non-
aggressive 
1 2 3 4 5 6 7 
 
3-3. I believe that people who are successful should: 
plan ahead    take life 
events 
as they occur 
1 2 3 4 5 6 7 
 
3-4. I believe that the accepted norm in this society should be to: 
plan for the 
future 
   accept the 
status quo 
1 2 3 4 5 6 7 
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3-5. I believe that a person’s influence in this society should be based primarily on: 
 
one’s ability and 
contribution to 
the society 
   the authority of 
one’s position 
1 2 3 4 5 6 7 
 
3-6. In this society, people should be encouraged to be: 
assertive    non-assertive 
1 2 3 4 5 6 7 
 
3-7. I believe that in general, leaders should encourage group loyalty even if individual goals 
suffer. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
3-8. I believe that social gatherings should be: 
planned well in 
advance (2 or 
more weeks in 
advance) 
   spontaneous 
(planned less 
than an hour in 
advance) 
1 2 3 4 5 6 7 
 
3-9. In this society, people should be encouraged to be: 
very 
concerned 
about others 
   not at all 
concerned 
about others 
1 2 3 4 5 6 7 
 
3-10. In this society, people should be encouraged to be: 
dominant    non-
dominant 
1 2 3 4 5 6 7 
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3-11. In this society, children should take pride in the individual accomplishments of their 
parents. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
3-12. I believe that the economic system in this society should be designed to maximize: 
 
individual 
interests 
   collective 
interests 
1 2 3 4 5 6 7 
 
3-13. I believe that followers should: 
bey their 
leader without 
question 
   question their 
leader when in 
disagreement 
1 2 3 4 5 6 7 
 
3-14. In this society, people should be encouraged to be: 
tough    tender 
1 2 3 4 5 6 7 
 
3-15. I believe that teen-aged students should be encouraged to strive for continuously 
improved performance. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
3-16. I believe that a person who leads a structured life that has few unexpected events: 
 
has a lot to be 
thankful for 
   is missing a lot 
of excitement 
1 2 3 4 5 6 7 
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3-17. I believe that boys should be encouraged to attain a higher education more than girls. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
3-18. I believe that major rewards should be based on: 
only 
performance 
effectiveness 
 effectiveness and 
other factors (for 
example, seniority or 
political 
connections) 
 only factors other 
than 
performance 
effectiveness (for 
example, seniority or 
political connections) 
1 2 3 4 5 6 7 
 
3-19. I believe that societal requirements and instructions should be spelled out in detail so 
citizens know what they are expected to do. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
3-20. I believe that being innovative to improve performance should be: 
substantially 
rewarded 
 somewhat 
rewarded 
 not rewarded 
1 2 3 4 5 6 7 
 
3-21. In this society, people should be encouraged to be: 
very sensitive 
toward others 
   not at all 
sensitive 
toward others 
1 2 3 4 5 6 7 
 
3-22. I believe that there should be more emphasis on athletic programs for: 
boys    girls 
1 2 3 4 5 6 7 
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3-23. In this society, parents should take pride in the individual accomplishments of their 
children. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
3-24. I believe that society should have rules or laws to cover: 
almost all 
situations 
 some situations  very few 
situations 
1 2 3 4 5 6 7 
 
3-25. I believe that leaders in this society should: 
provide detailed 
plans 
concerning how 
to achieve goals 
   allow the people 
freedom in 
determining how 
best 
to achieve goals 
1 2 3 4 5 6 7 
 
3-26. I believe that this society would be more effectively managed if there were: 
 
many more 
women in 
positions of 
authority 
than 
there are now 
 about the same 
number of 
women in 
positions of 
authority as 
there are now 
 many less 
women in 
positions of 
authority 
than 
there are 
now 
1 2 3 4 5 6 7 
 
3-27. In this society, people should be encouraged to be: 
very friendly    very 
unfriendly 
1 2 3 4 5 6 7 
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3-28. I believe that people in positions of power should try to: 
increase their 
social distance 
from less 
powerful 
individuals 
   decrease their 
social distance 
from less 
powerful people 
1 2 3 4 5 6 7 
 
3-29. How important should it be to members of your society that your society 
is viewed positively by persons in other societies? 
it should not be 
important at all 
 it should be 
moderately 
important 
 it should be 
very important 
1 2 3 4 5 6 7 
 
3-30. I believe that people should: 
live for the 
present 
   live for the 
future 
1 2 3 4 5 6 7 
 
3-31. In this society, people should be encouraged to be: 
very tolerant 
of 
mistakes 
   not at all 
tolerant of 
mistakes 
1 2 3 4 5 6 7 
 
3-32. I believe that people should set challenging goals for themselves. 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
 
3-33. When in disagreement with adults, young people should defer to elders. 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
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3-34. Members of this society should: 
take no pride in 
being a member 
of the society 
 take a 
moderate 
amount of pride 
in being a 
member of the 
society 
 take a great 
deal of pride in 
being a 
member of the 
society 
1 2 3 4 5 6 7 
 
3-35. I believe that power should be: 
concentrated  
at the top 
   shared 
throughout the 
organization 
1 2 3 4 5 6 7 
 
3-36. In this society, most people prefer to play: 
only 
individual 
sports 
 some individual 
and some team 
sports 
 only team 
sports 
1 2 3 4 5 6 7 
 
3-37. I believe that: 
group 
cohesion 
is better than 
individualism 
 group cohesion 
and individualism 
are equally 
valuable 
 individualism 
is 
better than 
group 
cohesion 
1 2 3 4 5 6 7 
 
3-38. I believe that it should be worse for a boy to fail in school than for a girl to fail in 
school. 
 
strongly 
agree 
 neither agree 
nor disagree 
 strongly 
disagree 
1 2 3 4 5 6 7 
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3-39. I believe that opportunities for leadership positions should be: 
more available 
for men than 
for 
women 
 equally 
available for 
men and 
women 
 more available 
for women 
than 
for men 
1 2 3 4 5 6 7 
 
 
This concludes Section 3. Please continue on to Section 4. 
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Section 4 — Leader Behaviours (Part II) 
 
Instructions 
This section follows the same format as that of Section 2. You should again rate the leader 
behaviours and characteristics on the following pages. To do this, on the line next to each 
behaviour or characteristic write the number from the scale below that best describes how 
important that behaviour or characteristic is for a leader to be outstanding. 
Section 4 questions begin here. 
____ 4_1 Cautious = Proceeds/performs with great care and does 
not take risks 
____ 4_2 Organised = Well organized, methodical, orderly 
____ 4_3 Cunning  = Sly, deceitful, full of guile 
____ 4_4 Informed = Knowledgeable; aware of information 
____ 4_5 Effective bargainer = Is able to negotiate effectively, able to make 
transactions with others on favourable terms 
____ 4_6 Egotistical = Conceited, convinced of own abilities 
____ 4_7 Non-cooperative = Unwilling to work jointly with others 
____ 4_8 Logical = Applies logic when thinking 
____ 4_9 Status conscious = Aware of others' socially accepted status 
____ 4_10 Foresight  = Anticipates possible future events 
____ 4_11 Plans ahead = Anticipates and prepares in advance 
____ 4_12 Normative = Behaves according to the norms of his or her 
group 
____ 4_13 Individually oriented = Concerned with and places high value on 
preserving individual rather than group needs 
____ 4_14 Non-egalitarian = Believes that all individuals are not equal and 
only some should have equal rights and 
privileges 
____ 4_15 Intuitive = Has extra insight 
____ 4_16 Indirect = Does not go straight to the point, uses 
metaphors and examples to communicate 
____ 4_17 Habitual = Given to a constant, regular routine 
____ 4_18 Self-effacing = Presents self in a modest way 
____ 4_19 Able to anticipate = Able to successfully anticipate future needs 
____ 4_20 Motive arouser = Mobilizes and activates followers 
____ 4_21 Sensitive  = Aware of slight changes in other's moods, 
restricts discussion to prevent embarrassment 
SCALE 
1= This behaviour or characteristic greatly inhibits a person from being an outstanding leader. 
2= This behaviour or characteristic somewhat inhibits a person from being an outstanding leader. 
3= This behaviour or characteristic slightly inhibits a person from being an outstanding leader. 
4= This behaviour or characteristic has no impact on whether a person is an outstanding leader. 
5= This behaviour or characteristic contributes slightly to a person being an outstanding leader. 
6= This behaviour or characteristic contributes somewhat to a person being an outstanding leader. 
7= This behaviour or characteristic contributes greatly to a person being an outstanding leader. 
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Characteristic or Behaviour  Definition 
____ 4_22 Convincing = Unusually able to persuade others of his/her 
viewpoint 
____ 4_23 Communicative = Communicates with others frequently 
____ 4_24 Excellence-oriented = Strives for excellence in performance of self 
and subordinates 
____ 4_25 Procedural  = Follows established rules and guidelines 
____ 4_26 Confidence builder = Instils others with confidence by showing 
confidence in them 
____ 4_27 Group-oriented = Concerned with the welfare of the group 
____ 4_28 Class conscious = Is conscious of class and status boundaries 
and acts accordingly 
____ 4_29 Non-participative = Does not participate with others 
____ 4_30 Self-sacrificial = Foregoes self-interests and makes personal 
sacrifices in the interest of a goal or vision 
____ 4_31 Patient = Has and shows patience 
____ 4_32 Honest = Speaks and acts truthfully 
____ 4_33 Domineering = Inclined to dominate others 
____ 4_34 Intra-group face 
saver 
= Ensures that other group members are not 
embarrassed or shamed 
____ 4_35 Dynamic = Highly involved, energetic, enthused, motivated 
____ 4_36 Coordinator = Integrates and manages work of subordinates 
____ 4_37 Elitist = Believes that a small number of people with 
similar backgrounds are superior and should 
enjoy privileges 
____ 4_38 Team builder = Able to induce group members to work 
together 
____ 4_39 Cynical = Tends to believe the worst about people and 
events 
____ 4_40 Performance-oriented = Sets high standards of performance 
____ 4_41 Ambitious = Sets high goals, works hard 
____ 4_42 Motivational = Stimulates others to put forth efforts above and 
beyond the call of duty and make personal 
sacrifices 
____ 4_43 Micro-manager = An extremely close supervisor, one who 
insists on making all decisions 
____ 4_44 Non-delegator = Unwilling or unable to relinquish control of 
projects or tasks 
____ 4_45 Avoids negatives = Avoids saying no to another when requested 
to do something, even when it cannot be done 
SCALE 
1= This behaviour or characteristic greatly inhibits a person from being an outstanding leader. 
2= This behaviour or characteristic somewhat inhibits a person from being an outstanding leader. 
3= This behaviour or characteristic slightly inhibits a person from being an outstanding leader. 
4= This behaviour or characteristic has no impact on whether a person is an outstanding leader. 
5= This behaviour or characteristic contributes slightly to a person being an outstanding leader. 
6= This behaviour or characteristic contributes somewhat to a person being an outstanding leader. 
7= This behaviour or characteristic contributes greatly to a person being an outstanding leader. 
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Characteristic or Behaviour 
 
 Definition 
____ 4_46 Visionary = Has a vision and imagination of the future 
____ 4_47 Wilful = Strong-willed, determined, resolute, persistent 
____ 4_48 Ruler = Is in charge and does not tolerate disagreement or 
questioning, gives orders 
____ 4_49 Dishonest = Fraudulent, insincere 
____ 4_50 Hostile = Actively unfriendly, acts negatively toward 
others 
____ 4_51 Future-oriented = Makes plans and takes actions based on future 
goals 
____ 4_52 Good 
administrator 
= Has ability to manage complex office work and 
administrative systems 
____ 4_53 Dependable = Reliable 
____ 4_54 Dictatorial = Forces her/his values and opinions on others 
____ 4_55 Individualistic = Behaves in a different manner than peers 
____ 4_56 Ritualistic = Uses a prescribed order to carry out procedures 
 
 
This concludes Section 4. Please go on to Section 5. 
 
 
SCALE 
1= This behaviour or characteristic greatly inhibits a person from being an outstanding leader. 
2= This behaviour or characteristic somewhat inhibits a person from being an outstanding leader. 
3= This behaviour or characteristic slightly inhibits a person from being an outstanding leader. 
4= This behaviour or characteristic has no impact on whether a person is an outstanding leader. 
5= This behaviour or characteristic contributes slightly to a person being an outstanding leader. 
6= This behaviour or characteristic contributes somewhat to a person being an outstanding leader. 
7= This behaviour or characteristic contributes greatly to a person being an outstanding leader. 
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Section 5 — Demographic questions 
 
Following are several questions about you, your background, and the place where you work. 
These questions are important because they help us to see if different types of people respond 
to the questions on this questionnaire in different ways. They are NOT used to identify any 
individual. 
 
I. Questions about your personal background 
5-1. How old are you? ________________________________________________ years old 
5-2. What is your gender? (check one) Male ______ Female ________ 
5-3. What is your country of citizenship / passport?__________________________________ 
5-4. What country were you born in? ____________________________________________ 
5-5. How long have you lived in the country where you currently live? _______________ 
years 
5-6. Besides your country of birth, how many other countries have you lived in for longer 
than one year? _____________________________________________ countries 
5-7. What is your ethnic background? ____________________________________________ 
5-8. Do you have a religious affiliation? YES/NO 
5-9 If you answered yes to question 6a, please indicate the name of the religion. __________ 
______________________________________________________________________ 
Questions about your family background 
5-10. What country was your mother born in? _____________________________________ 
5-11. What country was your father born in? ______________________________________ 
5-12. What language(s) were spoken in your home when you were a child? ______________ 
______________________________________________________________________ 
Questions about your work background 
5-13. How many years of full-time work experience have you had? _________________ 
years 
5-14. How many years have you been a manager? ____________________________ years 
5-15. How long have you worked for your current employer?______ years and _____ months. 
5-16 Have you ever worked for a multinational corporation? YES / NO 
5-17. Do you belong to any professional associations or networks? (circle one) ___ YES / NO 
5-18. Do you participate in any industrial or trade association activities? (circle one) YES / 
NO 
Questions about your educational background 
5-19. How many years of formal education do you have? ________ years of formal education 
5-20. If you have an educational major or area of specialization, what is it?_______________ 
______________________________________________________________________ 
5-21. Have you received any formal training in Western management practices? YES / NO 
Questions about this organization 
5-22. Please indicate the kind of work done primarily done by the unit you manage: 
__________ Administration 
__________ Engineering, manufacturing or production 
__________ Finance or accounting 
__________ Human resource management or personnel management 
__________ Marketing 
__________ Planning 
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__________ Purchasing 
__________ Research & development 
__________ Sales 
__________ Support services (for example, plant & equipment maintenance) 
Other (please describe) __________________________________________ 
_____________________________________________________________ 
5-23. How many people report directly to you in the chain of command? ___________ people 
5-24. How many people work in the subunit of the organization you manage? _______ people 
5-25. How many organizational levels are there between you and the chief executive of your 
organization? _______________________________________________________levels 
5-26. How many hierarchical levels are there between you and the non-supervisory personnel 
in 
your organization or unit? ______________________________________________levels 
5-27. What language(s) do you use at work? _____________________________________ 
______________________________________________________________________ 
 
 
 
 
 
This concludes the questionnaire. We truly appreciate your willingness to complete this 
questionnaire, and to assist in this research project. 
 
419 
 
Appendix 3: Guidelines for the use of GLOBE Culture and Leadership Scales 
 
 
 
 
 
 
 
 
 
 
 
 
Guidelines for the Use of GLOBE Culture and 
Leadership Scales 
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On this Web site, you will find three documents in addition to this form: 
 
• Form Alpha, consisting of all Organizational Culture Values and Practices items and 56 
Leadership items. 
• Form Beta, consisting of all Societal Culture Values and Practices items and an additional 
56 Leadership items. 
• Syntax for the use of GLOBE culture and leadership scales. 
 
 
 
Important Guidelines for the Use of GLOBE Societal and Organizational Scales 
 
As discussed in Chapter 8 of the 2004 book (House, Hanges, Javidan, Dorfman, & Gupta, 2004), as 
well as further detailed in Hanges & Dickson (in press at The Leadership Quarterly), the GLOBE 
culture scales were developed in a theory-driven manner. That is, we first defined the various 
culture constructs that we wanted to measure, as well as specified the general nature of these 
constructs before items were written. The selection and definitions of the culture dimensions were 
developed after a review of the culture literature. 
 
We developed the scales with the expectation that the measured constructs would have a 
convergent-emergent nature. These constructs are convergent because the responses from people 
within organizations or societies have been shown in the GLOBE research to have high inter- rater 
agreement represented by scale means. They are called emergent because even though the origin of 
these constructs is a function of the cognition, affect, and personality of the survey respondents, the 
properties of these constructs are actually manifested at the aggregate—or group—(e.g., 
organization or society) level of analysis. This process was also essentially followed when 
developing the GLOBE Culturally Endorsed leadership scales (see Chapter 8, Hanges & Dickson, 
and Chapter 21, Dorfman, Hanges, & Brodbeck in the 2004 book). 
 
Consistent with this definition of our constructs, we performed a variety of statistical analyses to 
assess the psychometric properties (e.g., rwg, ICCs, multilevel confirmatory factor analyses, 
reliability analysis) of our scales. Overall, these statistical analyses supported the following 
conclusions: 
 
• Respondents converged in their descriptions of organizational and societal culture. 
• Scales were unidimensional at the organizational and/or societal level. (It should be noted 
that due to sample size issues at the aggregate level of analysis and our desire to confirm 
the constructs that were previously identified qualitatively, we performed the factor 
analyses one scale at a time). 
• Scales were reliable at the organizational and/or societal level. 
 
As described in Chapters 8 and 9 of the 2004 book (House et al., 2004) , the construct validity of 
the culture scales was confirmed by examining the correlations between the GLOBE scales with 
independent sources (e.g., Hofstede’s culture dimensions, Schwartz’s value scales, World Values 
Survey, and unobtrusive measures). kkkkkkkkkkkkkkkkkkkkkkkkkkkkkkkkkkkkkkkkkkkkkkkkkk
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We suggest that researchers who want to use these scales in independent research consider the 
following: 
 
The GLOBE scales were designed to be psychometrically sound at the organizational and 
societal levels of analysis. This means that the scales were designed to explain “between-
organization” differences or “between-society” differences. The scales were not designed to 
explain “between-individual” differences. The reliability of the scales is a joint function of 
inter-rater agreement and inter-item consistency. 
 
Caveat Emptor: It is unreasonable to expect that these scales will show the same 
psychometric properties at the individual level of analysis as they did at the 
aggregate levels. This is because the scales were not designed to explain 
“between- individual” differences. 
 
This can be clarified by the following example. Let us assume that a researcher uses the 
GLOBE societal culture scales in a study in which participants only come from a single 
country. The researcher in this example has empirically eliminated any between-society 
differences. Thus, the GLOBE societal scales which were designed to measure “between-
society differences” are now being used in a data set with no “between-society” variance. The 
researcher’s statistical analyses will indicate how well the scales explain differences between 
people in this single country. It should be noted that while other researchers have 
hypothesized the existence of isomorphic constructs (i.e., constructs that operate across 
several levels of analysis), rigorous evidence for such constructs has not as of yet been 
obtained. Frequently, different constructs are needed to explain differences among societies, 
organizations, or individuals. We remind all researchers to be cognizant of the ecological and 
reverse ecological fallacy. 
 
Given the organizational or societal focus of the GLOBE culture scales, it is important that the 
researcher collect a sufficient number of observations within each organization or each 
society to ensure reliable estimation of organizational or societal averages. 
 
Researchers should also be aware of the following methodological issues related to 
conducting cross-cultural research. These include but are not limited to: 
 
1.  Cultural response bias when using survey research instruments 
2.  Measurement and functional equivalence 
3.  Sampling of aggregate units and generalizability of findings 
4.  Difficulties in translation 
5.  Conceptualizing culture 
6.  Rival hypothesis confound 
7.  Culturally generalizable vs. culturally specific constructs and research approaches 
8.  Method bias 
9.  Ecological and reverse ecological fallacy 
10. Statistical power and the need for a sufficient number of aggregate units 
 
These issues have been fully explained in the first GLOBE book (House et al, 2004). The  
GLOBE instruments are intended primarily for scholarly, nonprofit, noncommercial purposes. 
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The GLOBE instruments can also be made available to individuals or organizations for 
commercial (i.e., nonacademic) purposes. In such instances, a representative of the GLOBE 
Foundation will negotiate with the individual or organization requesting use of the GLOBE 
instruments with respect to terms of conditions for the use of the instruments. 
We welcome researchers to use the GLOBE scales. Our simple request is that you cite 
Chapter 8 and the 2004 GLOBE book in your publications. We also request that you and your 
research team carefully consider the levels of analysis issue when designing your research. 
Finally, the GLOBE team would appreciate receiving reports and/or publication copies of 
your research findings. Please send these to Mansour Javidan at javidanm@t-bird.edu. 
 
Based on the above information, you and your research team should clearly understand that 
the GLOBE instrument was designed to be used at the aggregated level of analysis. Any use 
at the individual level of analysis may be problematic and result in the scale psychometric 
properties that differ considerably from the original GLOBE results.  
 
Important Guidelines for the Use of GLOBE Leadership Scales 
 
To use the GLOBE leadership scales, researchers need to consolidate the 56 leadership items 
in Form Alpha and the 56 leadership items in Form Beta to create an instrument with 112 
items. 
 
Consistent with the measurement approach used by implicit leadership theory researchers 
(e.g., Foti & Lord, 1987; Lord, Foti, & DeVader, 1984; Lord & Maher, 1991a, 1991b), the 
GLOBE leadership items consisted of behavioral and trait descriptors (e.g., autocratic, 
benevolent, nurturing, and visionary) along with brief definitions of these descriptors. The 
items were written to reflect a variety of traits, skills, abilities, and personality characteristics 
potentially relevant to leadership emergence and effectiveness. Items were rated on a seven-
point scale that ranged from a low of “This behavior or characteristic greatly inhibits a person 
from being an outstanding leader” to a high of “This behavior or characteristic contributes 
greatly to a person being an outstanding leader.”  
 
In the GLOBE project, we were interested in identifying leadership attributes that were 
culturally endorsed. Thus, similar to the analyses conducted for the culture dimension scales, 
a variety of statistical analyses were conducted to determine whether people from 
organizations or societies agreed in terms of their rating of leadership attributes. Specifically, 
we used James and colleagues’ (1984; James, Demaree, Wolf, 1993) rwg(J) and ICC(1) to 
determine whether aggregation was justified. Second, we calculated ICC(2) (Shrout & Fleiss, 
1979) to assess the reliability of our culturally endorsed scales at the organizational or 
societal level of analysis. Finally, we conducted a series of confirmatory factor analyses to 
determine whether the factor structure of our scales was operating appropriately at the 
aggregate level of analysis. Indeed, these analyses revealed that the leadership scales were 
unidimensional (average CFI was .92). Thus, all analyses indicated substantial support for 
the culturally endorsed nature of the leadership scales.  
 
It should be noted, however, that we do not know the psychometric properties of these scales 
at the individual level of analysis. Indeed, since the underlying theory driving this aspect of 
the GLOBE project (i.e., implicit leadership theory) is an individually focused theory, it is 
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possible that the items could be useful for measuring individual level leadership schemas. It 
is entirely reasonable, given constraints of sample size, to conduct analysis of the leadership 
scales at the individual level within a particular society. However, the same caveat emptor 
applies. The GLOBE project has NOT demonstrated the usefulness of using the leadership 
scales at the individual level of analysis within a society. Future research efforts will have to 
assess the utility of doing this. mmmmmmmmmmmmmmmmmmmmmmmmmmmmmmmm
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Appendix 4: GLOBE Syntax for National Culture, Organizational Culture, and Leadership Scales  
 
 
 
 
 
 
Syntax for GLOBE National Culture, Organizational  
Culture, and Leadership Sale 
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The 21 GLOBE Leadership Scales 
 
The GLOBE leadership items are contained in Sections 2 and 4 of both GLOBE survey versions (Form 
Alpha and Form Beta). All the leadership items are contained and presented in the same order in both 
survey versions. 
 
Scale Name Items 
(Average Items) 
Administratively Competent V2_19 
V2_34 
V4_2 
V4_52 
Autocratic V2_4 
V2_36 
V4_33 
V4_37 
V4_48 
V4_54 
Autonomous V2_7 
V2_8 
V2_29 
V4_55 
Charisma 1: Visionary V4_10 
V2_56 
V4_51 
V2_35 
V2_13 
V4_11 
V2_12 
V4_46 
V4_19 
Charismatic 2: Inspirational V2_48 
V2_5 
V2_31 
V2_32 
V4_20 
V4_26 
V4_35 
V4_42 
Charisma 3: Self-Sacrifice V2_14 
V4_30 
V4_22 
Conflict Inducer V4_12 
V2_37 
V2_6 
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Decisive V4_47 
V2_44 
V4_8 
V4_15 
Diplomatic V2_1 
V2_17 
V2_21 
V2_18 
V4_5 
Face-Saver V4_16 
V4_45 
V2_2 
Humane-Oriented V2_40 
V2_51 
Integrity V4_32 
V2_15 
V2_20 
V2_16 
Malevolent V4_50 
V4_49 
V2_50 
V2_46 
               V4_39 
                r4_53 
V4_7 
 V4_6  
r2_43 
Modesty V2_26 
V2_42 
V4_18 
V4_31 
Participative r4_44 
               r4_43  
               r4_14  
               r4_13 
Performance-Oriented V2_11 
V4_24 
V4_40 
Procedural/Bureaucratic V4_56 
V2_41 
V4_17 
V4_1 
V4_25 
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Team 1: Collaborative Team Orientation V4_27 
V2_30 
V2_28 
V2_45 
V2_3 
V2_39 
Team 2: Team Integrator V4_23 
V4_38 
V4_4 
V2_22 
V2_25 
               V4_36 
                r2_52 
Self-Centered V2_23 
V4_29 
V2_47 
V2_38 
Status Conscious V4_9 
V4_28 
 
NOTE: The item names are interpreted as follows: 
 
• The first number represents the section of the GLOBE survey. 
• The second number represents the item within that section.  For example, V4_9 refers to 
item 9 in section 4 of the GLOBE survey. V2_10 refers to item 10 in section 2 of the 
survey. 
 
 
 
Finally, when the item starts with an “r” instead of a “V,” the item should be reverse- 
coded. Thus, r2_52 refers to question 52 in section 2 and that this item should be reverse- 
coded. 
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The Six Second-Order Culturally Endorsed Leadership Scales 
(Global CLT Scales) 
 
1. Charismatic/Value-Based 
Charismatic 1: Visionary Charismatic 
2: Inspirational Charismatic 3: Self-
Sacrifice Integrity 
Decisive 
Performance-oriented 
2. Team-Oriented 
Team 1: Collaborative Team Orientation 
Team 2: Team Integrator 
Diplomatic 
Malevolent (reverse-scored) 
Administratively competent 
3. Self-Protective 
Self-centered Status 
conscious Conflict 
inducer Face-saver 
Procedural 
4. Participative 
Autocratic (reverse-scored) 
Nonparticipative (reverse-scored) 
5. Humane-Oriented 
Modesty 
Humane orientation 
6. Autonomous 
Individualistic 
Independent 
Autonomous Unique 
 
 
 
It should be noted that dimension 6 (Autonomous) is comprised of questionnaire items, not 
subscales. It is considered both a specific subscale and global dimension. 
 
More specifically, the Global CLT scales were computed by first standardizing each of the 21 first-
order leadership scales, creating composite scores by adding the appropriate standardized scales 
together, and then converting the obtained composite score to unstandardized values by using the 
classic test theory formulas for means and standard deviations of composite scores (see Nunnally and 
Bernstein, 1994). 
 
We used the following SPSS syntax statements to create the Global CLT scales. 
 
compute zChar_2d=sum(zch1vis,zch2insp,zch3sac,zinteg,zdecis,zperf). compute 
zTeam_2d=sum(zt1coll,zt2team,zdiplo,zrmalevo,zadminco).  
compute zNrci_2d=sum(zself,zstatus,zconflic,zface,zproced). 
compute zPart_2d=sum(zrauto,zrnonpar). compute 
zhum_2d=sum(zmodesty,zhuman). compute 
zauto_2d=mean(zautonom). 
 
compute Char_2d=((zChar_2d*3.896055/4.62688)+35.09058)/6. compute 
team_2d=((zteam_2d*2.993195/3.821986)+28.81547)/5. compute 
nrcis_2d=((znrci_2d*3.66261/3.358717)+16.98613)/5.  
compute parti_2d=((zpart_2d*1.858398/1.766243)+10.73269)/2. compute 
hum_2d=((zhum_2d*1.811363/1.695923)+9.709433)/2. compute 
auton_2d=autonom. 
execute. 
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The Organizational Culture Scales 
 
The GLOBE Organizational Culture scales are contained in Sections 1 and 3 of Form Alpha 
of the GLOBE survey. Section 1 of Form Alpha contains the organizational cultural practice 
items and Section 3 of Form Alpha contains the organizational cultural values items. 
 
The following SPSS syntax statements indicate the items in Section 1 of Form Alpha of 
the 
GLOBE survey that need to be reverse-coded: 
 
recode V1_1 V1_16 V1_19 (1=7)(2=6)(3=5)(4=4)(5=3)(6=2)(7=1). 
recode V1_31 V1_3 V1_4 V1_8 V1_13 V1_25 
(1=7)(2=6)(3=5)(4=4)(5=3)(6=2)(7=1). recode V1_7 V1_30 V1_9 V1_21 
V1_24 V1_29 (1=7)(2=6)(3=5)(4=4)(5=3)(6=2)(7=1). recode V1_15 V1_18 
V1_20 V1_27 V1_26 V1_23 (1=7)(2=6)(3=5)(4=4)(5=3)(6=2)(7=1). recode 
V1_11 V1_33 (1=7)(2=6)(3=5)(4=4)(5=3)(6=2)(7=1). 
 
Here is the syntax for creating the Organizational Cultural Practices (AS IS) scales: 
 
Uncertainty Avoidance Organizational 
Practices=mean(V1_1,V1_16,V1_19). Future Oriented 
Organizational Practices =mean(V1_3,V1_4,V1_8). 
Power Distance Organizational Practices 
=mean(V1_5,V1_13,V1_25). Collectivism 1 
Organizational Practices =mean(V1_7,V1_12,V1_30). 
Humane Orientation Organizational Practices 
=mean(V1_9,V1_21,V1_24,V1_29). Performance Orientation 
Organizational Practices =mean(V1_15,V1_18,V1_20,V1_27). 
Collectivism 2 Organizational Practices 
=mean(V1_11,V1_23,V1_26,V1_28,V1_33). Gender Egalitarianism 
Organizational Practices =mean(v1_17, v1_22, v1_34). 
Assertiveness Organizational Practices =8-mean(v1_2, v1_6, v1_10, v1_14). 
 
The following SPSS syntax statements indicate the items in Section 3 of Form Alpha of 
the 
GLOBE survey that need to be reverse-coded: 
 
recode V3_1 V3_16 V3_19 V3_24 (1=7)(2=6)(3=5)(4=4)(5=3)(6=2)(7=1). 
recode V3_25 V3_3 V3_4 V3_8 V3_13 V3_26 V3_34 
(1=7)(2=6)(3=5)(4=4)(5=3)(6=2)(7=1). recode V3_36 V3_7 V3_28 V3_9 V3_21 
V3_32 (1=7)(2=6)(3=5)(4=4)(5=3)(6=2)(7=1). 
recode V3_38 V3_15 V3_18 V3_20 V3_33 V3_11 V3_23 V3_27 (1=7)(2=6)(3=5)(4=4)(5=3)(6=2)(7=1). 
 
Here is the syntax for creating the Organizational Cultural Values (SHOULD BE) 
scales: 
 
Uncertainty Avoidance Organizational 
Values=mean(V3_1,V3_16,V3_19,V3_24). Future Orientation 
Organizational Values =mean(V3_3,V3_4,V3_8,V3_30). 
Power Distance Organizational Values 
=mean(V3_5,V3_13,V3_36). Collectivism 1 
Organizational Values =mean(V3_7,V3_12, V3_40). 
Humane Orientation Organizational Values 
=mean(V3_9,V3_21,V3_32,V3_38). Performance Orientation 
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Organizational Values =mean(V3_15,V3_18,V3_20,V3_33). 
Collectivism 2 Organizational Values 
=mean(V3_11,V3_23,V3_27,V3_29,V3_31,V3_37). Gender Egalitarianism 
Organizational Values =mean(v3_17, v3_25, v3_39, v3_41). 
Assertiveness Organizational Values =8-mean(v3_2, v3_10, v3_14). 
execute. 
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The Societal Culture Scales 
 
The GLOBE Societal Culture scales are contained in Sections 1 and 3 of Form Beta of 
the GLOBE survey. Section 1 of Form BETA contains the societal cultural practice 
items and Section 3 of Form Beta contains the societal cultural values items. 
 
The following SPSS syntax statements indicate the items in Section 1 of Form Beta of 
the GLOBE 
survey that need to be reverse-coded: 
 
recode V1_1 V1_16 V1_19 V1_24 (1=7)(2=6)(3=5)(4=4)(5=3)(6=2)(7=1). 
recode V1_3 V1_4 V1_8 V1_13 V1_26 V1_27 
(1=7)(2=6)(3=5)(4=4)(5=3)(6=2)(7=1). recode V1_34 V1_7 V1_29 V1_35 
V1_9 V1_21 (1=7)(2=6)(3=5)(4=4)(5=3)(6=2)(7=1). recode V1_25 V1_32 
V1_33 V1_15 V1_18 V1_20 (1=7)(2=6)(3=5)(4=4)(5=3)(6=2)(7=1). recode 
V1_11 V1_23 V1_28 V1_39 (1=7)(2=6)(3=5)(4=4)(5=3)(6=2)(7=1). 
recode V1_6 v1_10 v1_14 
(1=7)(2=6)(3=5)(4=4)(5=3)(6=2)(7=1). execute. 
 
Here is the syntax for creating the Societal Cultural Practices (AS IS) scales: 
 
Uncertainty Avoidance Societal Practices 
=mean(V1_1,V1_16,V1_19, V1_24). Future Orientation Societal 
Practices =mean(V1_3,V1_4,V1_8, V1_30, V1_31). Power 
Distance Societal Practices =mean(V1_5,V1_13,V1_26, V1_27, 
V1_34). Collectivism 1 Societal Practices 
=mean(V1_7,V1_12,V1_29, V1_35). 
Humane Orientation Societal Practices 
=mean(V1_9,V1_21,V1_25,V1_32, V1_33). Performance Orientation 
Societal Practices =mean(V1_15,V1_18,V1_20). Collectivism 2 
Societal Practices =mean(V1_11,V1_23,V1_28,V1_39). 
Gender Egalitarianism Societal Practices 
=mean(v1_17,v1_22,v1_36,v1_37,v1_38). Assertiveness Societal 
Practices =mean(v1_6,v1_10,v1_14). 
 
The following SPSS syntax statements indicate the items in Section 3 of Form Beta of 
the GLOBE 
survey that need to be reverse-coded: 
 
recode V3_1 V3_16 V3_19 V3_24 (1=7)(2=6)(3=5)(4=4)(5=3)(6=2)(7=1). 
recode V3_25 V3_26 V3_3 V3_4 V3_8 V3_13 V3_28 
(1=7)(2=6)(3=5)(4=4)(5=3)(6=2)(7=1). recode V3_33 V3_35 V3_7 V3_37 V3_9 
V3_21 (1=7)(2=6)(3=5)(4=4)(5=3)(6=2)(7=1). 
recode V3_27 V3_31 V3_15 V3_18 V3_20 V3_32 V3_11 V3_23 
(1=7)(2=6)(3=5)(4=4)(5=3)(6=2)(7=1). recode v3_2 v3_10 v3_14 
(1=7)(2=6)(3=5)(4=4)(5=3)(6=2)(7=1). 
execute. 
 
Here is the syntax for creating the Societal Cultural Values (SHOULD BE) scales: 
 
Uncertainty Avoidance Societal 
Values=mean(V3_1,V3_16,V3_19,V3_24,V3_25). Future Orientation 
Societal Values =mean(V3_3,V3_4,V3_8,V3_30). 
Power Distance Societal Values 
=mean(V3_5,V3_13,V3_28,V3_33,V3_35). Collectivism 1 
Societal Values =mean(V3_7,V3_12,V3_36,V3_37). 
Humane Orientation Societal Values =mean(V3_9,V3_21,V3_27,V3_31). 
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Performance Orientation Societal Values 
=mean(V3_15,V3_18,V3_20,V3_32). Collectivism 2 Societal 
Values =mean(V3_11,V3_23,V3_29,V3_34). 
Gender Egalitarianism Societal Values = 
mean(v3_17,v3_22,v3_26,v3_38,v3_39). Assertiveness Societal 
Values =mean(v3_2,v3_10,v3_14). 
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Appendix 5: Interview 1 – transcript 
 
 
Interview with Mr. G. 
Age:         61 
Gender:         Male 
Ethnicity: Bosnian Serb 
Religion:  Atheist 
Educational background: Economist/Diploma 
Department:  Sales  
Position: Head of a department 
Interview led by:  DB 
 
 
 
DB: Could you please tell me what is your personal description of outstanding leadership? 
How do you perceive successful leaders? 
 Mr. G: Successful leader has to be a good coordinator, responsible and righteous person. (...) 
And when a person posses all these qualities, than I believe we have a successful individual 
who has predispositions to be successful (if a person is improving continuously in every 
aspect). (...) And also a person needs to work a lot. 
DB: According to your opinion, what would be the difference between a competent manager 
and an outstanding leader? Do you see any difference? 
Mr. G: An outstanding leader is an individual who is able to predict and to take actions, and 
not to be trapped into the history, should not retell what occurred in the past and what should 
be done. What happened in the past should be left to historians. (...) To sum up, to be a 
visionary, a person need to able to predict well, and to be able to react appropriately to what 
is coming. Being a competent manager does not mean one will be successful and a good 
leader. (...) The most important is to predict well and to be a good estimator.  
DB: How do you perceive the opposite of outstanding leadership? If the person is in the 
position of leadership and does not exercise outstanding leadership, what would be the kinds of 
behaviours in which he or she is likely to engage? 
Mr.G: When all the characteristics (or most of them) I have mentioned above are missing. If a 
person is not able to achieve good results in a legitimate and normal way, (...) and which are 
not based on ones abilities and expertises (...) when a person is using a short way to success 
(...). 
DB: Could you please describe a couple of critical incidents that illustrate outstanding 
leadership in Bosnia? 
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Mr.G: On the area of Bosnia and Herzegovina is hard to find successful leader or a person that 
could be extricated as an example. This is because politic is ‘pulling all the strings’. Like after 
a flooding, all the mud comes to the shores, and it stays there for a long time. “The mud” is not 
giving an opportunity to young and successful people, who can speak several languages, who 
have experienced the world, and who have know-how. (...) Thus, in Bosnia and Herzegovina 
there is no organization which is achieving some special results, because everything is 
subordinated to politics. Therefore, we do not have some significant results. And significant 
results would be then if organizations are able to compete on the European and World market. 
Export to the World market is minimal, and the quality of goods is very low. (...) Commerce on 
this area is happening only in the stores on a very low level – low quality imported goods are 
overflowing the country. (...) For instance, with such natural resources, especially when it 
comes to agricultural potentials, export is much lower than the export. That is awful! That is a 
catastrophic! That means that at highest instances (chambers of commerce, Bosnian 
government) there are no capable people.  
DB: According to your opinion, were there any obstacles or constraints faced by the leaders in 
these incidents? Any opposition, resistance, bureaucratic red tape, or lack of resources, for 
example? 
Mr.G: Politically unsolved issues and national debts are the main cause for economic failure 
and obstacle for an economic development. We are now in a time when it is not important how 
much do you know and how much is your worth, but when religious and political belonging is 
important. All political parties are extreme. Less extreme political parties are pushed to the 
side. (...)   
DB: Now, could you please name two or three eminent individuals who, you think, are or have 
been outstanding leaders? 
Mr.G: Once upon a time, Bosnia was successful. Agrokomerc, AIPK  and Metal were very 
successful companies which exported their products to the World market. For example, Babić 
Živko from Metal and Avdić from Agrokomerc (who emerged to be also politically intelligent 
person, but who was punished later for not being a nationalist). 
DB: Is there anything that these leaders have in common that makes them outstanding and 
differentiates them from others who have been in similar positions? How are the behaviours of 
these leaders similar? 
Mr.G: (...) These individuals were successful, above all well-educated and visionaries. People 
who knew how to see potential available to them, patriots, but not nationalists – the entire 
former Yugoslavia had benefits from their work. It was a single politic for wellbeing of 
Yugoslavia and all its citizens.  
DB: Could you please describe a specific behaviour, something each leader did, that illustrates 
his or her leadership? 
Mr.G: (...) ever since the war, I divide them to those who are arrogant (who came to their 
positions, not based on their merits, but based on political belongings – because they are all 
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great Serbs, great Catholics, great Bosniaks – it is their main feature). They are mainly ignorant 
led by their greed to obtain personal wealth, and less important is subordinates satisfaction and 
companies results – whether companies are successful or unsuccessful, because success is not 
rewarded, while failure is not punished. (...)   
DB: Is there something a leader did that resulted in your strong acceptance of or supported for 
the leader or resulted in significantly increased motivation on your part, or willingness to go 
above and beyond the call of duty in the interest of the leader’s vision, objective, or mission? 
Please describe that in some detail? 
Mr.G: I fear not for my future, neither I have ambition to further advance in my carrier, hence 
I have no fear to say openly that there is not even one person (except anonymous individuals: 
scientists and humanitarian workers), among politicians, entrepreneurs,  who are offering 
directions for Bosnian future or the way out from crisis for Bosnia. (...) Everyone is blaming 
global crisis for the conditions in Bosnia. Global crisis has its effects on Bosnian economy, 
but stronger impact has corruption, crime, politics etc. (...) 
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Appendix 6: Interview 2 – transcript 
 
Interview with Mr.D: 
Age:         29 
Gender:         Male 
Ethnicity: Bosnian Serb 
Religion:  Orthodox 
Educational background: Economist/Diploma 
Department:  Commercial  
Position: Head of a department 
Interview led by:  DB 
 
 
DB: Could you please tell me what is your personal description of outstanding leadership? 
How do you perceive successful leaders? 
Mr.D: Above all, a person to become a leader need to have huge experience in solving different 
problems, and based on that to be able to reach decisions for solving current issues. (...)Leader 
is a person that is setting goals continuously, and who is analytically developing methods to 
achieve set goals. This all requires enormous experience and knowledge gained during 
education and working life.    
DB: According to your own opinion, what would be the difference between a competent 
manager and an outstanding leader? Do you see any difference? 
Mr.D: Well, if I compare a manager and a leader, basically, I do not see any divergence. (...) 
But, according to some theoretical concepts, I think that manager, besides being a leader, 
needs to have some additional characteristics, because being a leader is only one of the 
functions of managers. (...) 
DB: How do you perceive the opposite of outstanding leadership? If the person is in the 
position of leadership and does not exercise outstanding leadership, what would be the kinds of 
behaviours in which he or she is likely to engage? 
Mr.D: Well, everything I have said for successful leaders – opposite from successful leads to 
unsuccessful leaders.  
DB: Could you please describe a couple of critical incidents that illustrate outstanding 
leadership in Bosnia? 
Mr.D: (...) , since I am an economist, I would like to talk about Bosnian economy. In this 
domain, critical occurred from the beginning of the war until present (...) the change of 
ownership and the transition process from the state-owned to private ownership created 
numerous critical incidents (...) it would be good to observe leaders who worked in previously 
state-owned companies till the moment when the company was privatized and further (...) for 
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me, a real leader would be the person who has sustained all these changes and remained on the 
same position or has advanced (...) 
DB: According to your opinion, were there any obstacles or constraints faced by the leaders in 
these incidents? Any opposition, resistance, bureaucratic red tape, or lack of resources, for 
example? 
Mr.D: Of course, during transition and privatisation there were many pressures, from the state 
and from other parties who wished to buy a particular company.  
DB: Now, could you please name two or three eminent individuals who, you think, are or have 
been outstanding leaders? 
Mr.D: Concerning the past (...) I have no examples (...) but I think that managers in the 
previous system were simply services for implementing tasks. Yet, in this period, managers are 
only a screen for implementing specific tasks which are in owners’ best interest (who has 
hidden intentions).   
DB: Could you please describe a specific behaviour, something each leader did, that illustrates 
his or her leadership? 
Mr.D: They are, above all, brave, ready to take risk to accomplish set goals, they have a vision 
for implementation of specific tasks, they set clear goals (...) They do not hesitate when it 
comes to actions related to success. Success is on the first place for them 
DB: Is there something a leader did that resulted in your strong acceptance of or supported for 
the leader or resulted in significantly increased motivation on your part, or willingness to go 
above and beyond the call of duty in the interest of the leader’s vision, objective, or mission? 
Please describe that in some detail? 
Mr.D: For me, (...) Đinđić was a real leader. He was educated, he knew how to motivate 
people, and he had intelligent and young people around him, people who were able to use 
their intelligence and youth to implement and to carry the burden of reforms.  
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Appendix 7: Interview 3 – transcript 
 
Interview with Mrs.M: 
Age:         50 
Gender:         Female 
Ethnicity: Bosnian Serb 
Religion:  Orthodox 
Educational background: Economist/Diploma 
Department:  Accounting 
Position: Head of a department 
Interview led by:  DB 
 
DB: Could you please tell me what is your personal description of outstanding leadership? 
How do you perceive successful leaders? 
Mrs.M: Successful leadership stands for achieving set of goals by coordinating all available 
resources. Leader should have authority, desire to succeed, to be ready to take risk, 
communicative, etc.  
DB: According to your own opinion, what would be the difference between a competent 
manager and an outstanding leader? Do you see any difference? 
Mrs.M: A competent manager should have adequate education and experience, but he do not 
need to be an effective leader (...) effective leader, beside education and experience, should 
have features I have mentioned earlier. 
DB: How do you perceive the opposite of outstanding leadership? If the person is in the 
position of leadership and does not exercise outstanding leadership, what would be the kinds of 
behaviours in which he or she is likely to engage? 
Mrs.M: Ineffective leadership is when a leader is not able to impose his/hers will and authority 
to the masses (...) when is not communicative, not able to organise activities, not ready to take 
risk, not able to motivate subordinates (...)  
DB: Could you please describe a couple of critical incidents that illustrate outstanding 
leadership in Bosnia? 
Mrs.M: Considering the problems that exist in our society and economy, I would say that 
every entrepreneur who decides to start a new company and to employ people and to create 
profit is, in fact, dealing with numerous critical situations (...) in politics, there is a high 
pressure from international community (...) so it is very hard to maintain your attitudes and 
desire of citizens on the other side and to give up under the pressure on the other side 
(international community) (...) 
DB: According to your opinion, were there any obstacles or constraints faced by the leaders in 
these incidents? Any opposition, resistance, bureaucratic red tape, or lack of resources, for 
example? 
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Mrs.M: I think they had to face with unfair competition, inadequate support from the state, 
bureaucracy, pressures from the international community and institutions (...) which affected 
negatively on their business  
DB: Now, could you please name two or three eminent individuals who, you think, are or have 
been outstanding leaders? 
Mrs.M: In the past, I could name was Josip Broz Tito who, since the end of the Second 
World War, was the central figure in former Yugoslavia. In contemporary Bosnia, I could 
name several individuals, for instance Milorad Dodik. 
DB: Is there anything that these leaders have in common that makes them outstanding and 
differentiates them from others who have been in similar positions? How are the behaviours of 
these leaders similar? 
Mrs.M: Each leader is a different personality and it is difficult to find common features among 
all of them. It should be mentioned that the term leader is relative and it depends on many 
parameters, depending on the aspect from which leaders are observed (...). Domineering, 
determination, and persistence in achieving goals are some of the features.  
DB: Could you please describe a specific behaviour, something each leader did, that illustrates 
his or her leadership? 
Mrs.M: I think that leadership style depends on the personal characteristics of a leader. There 
are leaders who are delegating. On the other side, there are leaders who are imposing their will 
to their subordinates and they have no confidence in other people and they trust nobody. 
DB: Is there something a leader did that resulted in your strong acceptance of or supported for 
the leader or resulted in significantly increased motivation on your part, or willingness to go 
above and beyond the call of duty in the interest of the leader’s vision, objective, or mission? 
Please describe that in some detail? 
Mrs.M: I support every humane gesture by a leader. Everything that can improve living 
standards on this area, decrease unemployment, provide better health care, etc. (...) It seems to 
me that during the former Yugoslavia with Tito, was the time that offered everyone possibility 
for promotion and advancements, education and better life, of course if someone desired it. 
(...) Hence, people who lived in this period will tell you that, for them, that was the best time 
and that it will not repeat again.   
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Appendix 8: Interview 4 – transcript 
 
Interview with Mrs. D: 
Age:         32 
Gender:         Female 
Ethnicity: Bosnian Serb 
Religion:  Orthodox 
Educational background: Economist/Diploma 
Department:  Accounting and finances 
Position: Head of a department 
Interview led by:  DB 
 
DB: Could you please tell me what is your personal description of outstanding leadership? 
How do you perceive successful leaders? 
Mrs. D: Successful leadership firstly means achieving goals, both personal and group goals. 
One should be able to coordinate with co-workers and available resources. Outstanding 
leaders should have characteristics that make him/her different from a manager (...) to be able 
to communicate, to have a vision, to be prepared to work in a team, to be determined, to be 
willing to take a risk (...) 
DB: According to your own opinion, what would be the difference between a competent 
manager and an outstanding leader? Do you see any difference? 
Mrs. D: A competent manager is a person that has a certain abilities like adequate educational 
background and previous experience (...) A leader need to have some of the features that 
makes different from others and that I have already mentioned. 
DB: How do you perceive the opposite of outstanding leadership? If the person is in the 
position of leadership and does not exercise outstanding leadership, what would be the kinds of 
behaviours in which he or she is likely to engage? 
Mrs. D: Leader is ineffective when he/she doesn’t tend to work in a team, if the person is not 
able to coordinate with people, when he/she is not capable to make an estimation, to motivate, 
to reward when it is necessary, but also to punish when necessary, not able to direct the people, 
not able to handover part of his/hers responsibilities to others. (...) If a person do not posses 
these features, his leadership is not successful and it is not contributing to the implementation 
of set goals. 
DB: Could you please describe a couple of critical incidents that illustrate outstanding 
leadership in Bosnia? 
Mrs. D: Bosnia is a specific are, especial if we think of the recent war and transition, and 
changes that emerges as a consequences of these processes and occurrences. Therefore, 
critical situations are, in principle, our everyday life. Critical is education, health, economy, 
etc. (...) When it comes to politics, the pressure is visible (...) For instance, an oil company 
(main products are oil and oil derivatives) is under a strong pressure of an oil lobby, but still 
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resists the pressure. (...) According to my opinion, all companies that have survived these 
occurrences are having true leaders. Unfortunately, they are only few.  
DB: According to your opinion, were there any obstacles or constraints faced by the leaders in 
these incidents? Any opposition, resistance, bureaucratic red tape, or lack of resources, for 
example? 
Mrs. D: Of course they faced with them. First obstacle to ever entrepreneur is bureaucracy. The 
state is not able to help in the way taxation is implemented. Also, when it comes to resources, 
there is not enough adequate and qualified working force, political obstacles, and monopolies 
(a free market does not exist).   
DB: Now, could you please name two or three eminent individuals who, you think, are or have 
been outstanding leaders? 
Mrs. D: It is very hard to extract successful leader in Bosnia. (...) For instance Stanko Stanić 
(...) or Milorad Dodik and Mladen Ivanić (...) 
DB: Is there anything that these leaders have in common that makes them outstanding and 
differentiates them from others who have been in similar positions? How are the behaviours of 
these leaders similar? 
Mrs. D: In principle, they differ greatly. It would be hard to extract features that make them 
similar. When I think of politicians, extreme arrogance, and stating facts true or false, it does 
not really matter. But when I think of leaders in general, determination is what makes them 
stand out from the mass, they are able to impose their own will to people, they know how to 
control people, and to direct their actions in the way they prefer.  
DB: Could you please describe a specific behaviour, something each leader did, that illustrates 
his or her leadership? 
Mrs. D: again, when it comes to specific leadership behaviours, considering the region on 
which we are living, it is difficult to extract a specific behaviour, regardless if it is about 
managers from state or private companies.  (...) Everything that exists in Bosnia is under direct 
or indirect influence of politics, therefore their behaviour is orchestrated. (...) I think that there 
is a small number of people who are allowed to make their own and independent decisions, and 
in that way to manage organizations. On the other hand, leadership behaviours depend on 
leaders´ personal characteristics. It depends if a person is able to organize people around them 
or if they have no trust in people and has no desire to listen to others (...) 
DB: Is there something a leader did that resulted in your strong acceptance of or supported for 
the leader or resulted in significantly increased motivation on your part, or willingness to go 
above and beyond the call of duty in the interest of the leader’s vision, objective, or mission? 
Please describe that in some detail? 
Mrs. D: There is no person whose actions and attitudes I can support. (...) 
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Appendix 9: Interview 5 – transcript 
 
Interview with Mr. S: 
Age:         53 
Gender:         Male 
Ethnicity: Bosnian Serb 
Religion:  Orthodox 
Educational background: Economist/Master Degree 
Department:  Economic development  
Position: Head of a department 
Interview led by:  DB 
 
 
DB: Could you please tell me what is your personal description of outstanding leadership? 
How do you perceive successful leaders? 
Mr. S: Primarily, I think that if a person desires to be successful must be ready to work in a 
team, because team work is precondition for every success. One must take initiative, to give 
ideas and to receive ideas from others, so good ideas could be seen and used (...) A leader 
should not be a slave to his function. Every smart idea from anyone should be reconsidered 
and not to be rejected automatically. (...) Team work nowadays is a precondition of every 
success. Alone nobody cannot do anything anymore. 
DB: According to your own opinion, what would be the difference between a competent 
manager and an outstanding leader? Do you see any difference? 
Mr. S: Probably there is a difference between these two terms, but at the moment it is very 
difficult for me to draw a line between them. I assume that these two terms are mutually 
tangled and that they are more similar than different. I cannot answer to this question at the 
moment. 
DB: How do you perceive the opposite of outstanding leadership? If the person is in the 
position of leadership and does not exercise outstanding leadership, what would be the kinds of 
behaviours in which he or she is likely to engage? 
Mr. S: Just the opposite features than what I have said for successful leaders. 
DB: Could you please describe a couple of critical incidents that illustrate outstanding 
leadership in Bosnia? 
Mr. S: Well, we had a case in my previous company, somewhere around 2001, before 
privatization, before we signed the contract with Croats. Our director at the time, tried to re-
establish contacts with our former (before the war) partners from Croatia. (...) To some of 
those companies our company owed money, since the war started and we could not pay our 
debts. (...) What our director did was to pay all the debts. He was concerned about the war 
and who did what during the war. (...) In return, we got a call from these Croatian companies 
to come and to visit them, to re-establish our cooperation, and they even offered help to our 
company. In this post-war times and unresolved issues not many would dare to do what our 
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director did. I like this very much. (...) Politic should not have impact on the business, leaders 
should be focused on the welfare of their companies and its workers. 
DB: Now, could you please name two or three eminent individuals who, you think, are or have 
been outstanding leaders? 
Mr. S: I remember well former director of “Energoinvest” from Sarajevo, Emerik Blum.he 
was a great leader! He had true managerial and leadership skills, but he was often restrained 
to implement his ideas. (...) Also I remember Dragan Pandžić, a foremr director of 
„Vitaminka“. That was around year 2000. (...) When all the companies were going down, he 
raised the company from the ashes. He gathered serious, young, and educated people. He 
gave them full freedom. When the company was privatized it had debt of 230,000 German 
Marks and it had stockpiles in value of four million German Marks. (...) When he left, the 
company was working with profit. (...) 
DB: Is there anything that these leaders have in common that makes them outstanding and 
differentiates them from others who have been in similar positions? How are the behaviours of 
these leaders similar? 
Mr. S: Yes, they loved people, and they also were good people; they appreciated their co-
workers. It seems to me that they did not have that many ideas but they had this ability when 
they were talking to people initiate ideas by talking to you. They knew how to awaken the 
interest and intrigue people. (...) For instance, what I really liked with Dragan Pandžić is that 
he liked that he took care of every single co-worker in way that he would go to a person and 
ask you if everything is alright in your family, if anyone is ill, etc. So, they really took care of 
people and people respected them for that. They trusted people and people trusted them (...) 
They had charisma of good people. I think I have also inherited something from Dragan 
Pandžić. When I meet someone, I attempt to see if a person is good, because everything is 
much easier if a person is good. It is very hard to narrow-minded people. However, a person 
need to be educated enough to deal with problems. (...) 
DB: Is there something a leader did that resulted in your strong acceptance of or supported for 
the leader or resulted in significantly increased motivation on your part, or willingness to go 
above and beyond the call of duty in the interest of the leader’s vision, objective, or mission? 
Please describe that in some detail? 
Mr. S: During the 90’s I appreciated former prime minister Ante Marković, because it 
seemed to me that he had low interest for politics and far higher interest in economy, what he 
certainly proved (...) And today, as it appears to me like during the whole period from the II 
World War, in Bosnia and Herzegovina politics have been having priority over economy. 
And these are our biggest problems. If we can somehow change the situation and give the 
precedence to economy over politics, everything would be in some way better. Today is not 
possible to be on a high position if you are not a member of a party in power (...) No longer 
are personal capabilities and qualifications appreciated, but loyalty to political parties (...) 
This is the core of our problems in the present, past, and it seems to me it will be in the future 
as well. (...) 
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Appendix 10: Interview 6 – transcript 
 
Interview with Mr. S: 
Age:         49 
Gender:         Male 
Ethnicity: Bosnian Serb 
Religion:  Atheist  
Educational background: Informatics and mathematics/Diploma 
Department:  Research and development 
Position: Head of a department 
Interview led by:  DB 
 
 
DB: Could you please tell me what is your personal description of outstanding leadership? 
How do you perceive successful leaders? 
Mr. S: Features successful leader should have are the ability to gain trust and support from 
people, to have qualifications necessary for a specific position. Without this a person is not a 
leader (...) Some characteristics can help a person to be an efficient leader and some are an 
obstacle. If a person is able to correctly estimate the situation, to make decisions alone, also 
to listen to advices from other people. Also, subordinates should be able to trust their leader 
to set goals and reach decisions, to respect leaders´ decisions even they disagree with them. 
Probably there are also some other characteristics like being ambitious, honesty (on the other 
hand, there are some situations where leader should not be completely honest and when it is 
in the interest of his subordinates), it is important to work in the interest if his subordinates. 
DB: According to your own opinion, what would be the difference between a competent 
manager and an outstanding leader? Do you see any difference? 
Mr. S: For me, that is quite similar. A leader should pay more attention to people with whom 
he is working, while manager should take more care for the work t be done. 
DB: How do you perceive the opposite of outstanding leadership? If the person is in the 
position of leadership and does not exercise outstanding leadership, what would be the kinds of 
behaviours in which he or she is likely to engage? 
Mr. S: For instance, if he has no support from the people, if he is working something that is 
damaging for the people they are leading. If he is doing something he should not do and by 
that looses the trust of subordinates. (...) If a leader is causing disagreement and unrest among 
people. (...) A good leader should deal with people differently, because all people are not the 
same and one should be treated in one way and the others in some other way. If people are 
treated in the way they should not be, that would cause many disagreements, which is not 
desirable. Any community should have as less as possible disagreements and conflicts. 
People should help each other. There should be less conflicts, but more cooperation. 
DB: Could you please describe a couple of critical incidents that illustrate outstanding 
leadership in Bosnia? 
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Mr. S: I am not sure if I can recall of anything similar. There should be numerous concrete 
situations, but, at the moments I cannot think of any. And if there was someone to solve such 
situations, I am also not sure. That is why we had the war in the first place, because we are 
not able to come to the mutual agreement in the last twenty years.  
DB: According to your opinion, were there any obstacles or constraints faced by the leaders in 
these incidents? Any opposition, resistance, bureaucratic red tape, or lack of resources, for 
example? 
Mr. S: No respond. 
DB: Now, could you please name two or three eminent individuals who, you think, are or have 
been outstanding leaders? 
Mr. S: From present, it is hard to name anyone. There is a one person who obtrudes himself 
as a leader, and he is Milorad Dodik, although I perceive him as a negative example of an 
influential leader. He has an enormous support from people. From the past, I would say it was 
Josip Broz Tito. He was a good and successful leader. While he was in charge, everything 
was under control and as it should be. After his death, we all were witnesses of what 
happened.  
DB: Is there anything that these leaders have in common that makes them outstanding and 
differentiates them from others who have been in similar positions? How are the behaviours of 
these leaders similar? 
Mr. S: No respond. 
DB: Could you please describe a specific behaviour, something each leader did, that illustrates 
his or her leadership? 
Mr. S: No respond. 
DB: Is there something a leader did that resulted in your strong acceptance of or supported for 
the leader or resulted in significantly increased motivation on your part, or willingness to go 
above and beyond the call of duty in the interest of the leader’s vision, objective, or mission? 
Please describe that in some detail? 
Mr. S: In present, there are more characteristics that I do not approve and agree with. For 
instance, they are undetermined, because one day they are talking one and the other day 
something completely divergent (and this is noticeable with almost all leaders). Furthermore, 
they are not willing to accept suggestions proposed by someone else other than them. If they 
are their ideas, than there is no problem. If someone else suggests something, they are going 
to refuse it, regardless if that is a good idea, they are going to reject it just because it is not 
their idea. (...) Most of the leaders have lost my trust long time ago. 
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Appendix 11: Interview 7 – transcript 
 
Interview with Mr.I: 
Age:         48 
Gender:         Male 
Ethnicity: Bosnian Croat 
Religion:  Catholicism 
Educational background: Architecture/Economy; Diploma/Master Degree 
Sector:  Financial 
Position: CEO 
Interview led by:  DB 
 
DB: Could you please tell me what is your personal description of outstanding leadership? 
How do you perceive successful leaders? 
Mr.I: Before all, a leader needs to be very convincing for the people to follow him. He needs 
to have that something not all have that makes them different, and that is charisma. One need 
to be a good organizer and to be able to use his subordinates, in a way to give tasks, and that 
all together leads to success. To be able to build team around him. (...) If a person is an 
individual, he is not a leader; he is merely a wheel in a team. (...) If he is a good organizer and 
knows how to use available resources, than he could be a good leader. Of course, he needs to 
be well informed and educated. (...) Successful leadership is, in fact, the ability to, at the 
same time, be able to perceive the situation as it is, to be able to use the situation for group 
purposes, to be able to use available humane and material resources, to be able to fit in to 
situation in which leader is. (...)  
DB: According to your own opinion, what would be the difference between a competent 
manager and an outstanding leader? Do you see any difference? 
Mr.I: A competent manager should be educated enough and to know to work his job in a 
proper way. A leader should have everything that a competent manager have and beside that 
to have that something the rest of the world don’t have-a personal charisma (...) 
DB: How do you perceive the opposite of outstanding leadership? If the person is in the 
position of leadership and does not exercise outstanding leadership, what would be the kinds of 
behaviours in which he or she is likely to engage? 
Mr.I: Ineffective leaders, first of all, don’t know how to utilize his/hers co-workers 
(followers), don’t know how to use available resources, they use force to secure her/his 
position or something similar (...) 
DB: Could you please describe a couple of critical incidents that illustrate outstanding 
leadership in Bosnia? 
Mr.I: In Bosnia there are not so many effective leaders that I can specify at the moment. 
There are much more from the previous Yugoslavia. The president of former Yugoslavia, 
Josip Broz Tito, who was a successful leader. I see that now, after everything that happened 
in Bosnian in the recent years (the war and the consequences), that Tito was able to control 
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people of ex-Yugoslavia using his charisma. (...) While his health allowed him to keep 
everything under control, everything was good. But when his natural resources started to fade 
and his health decreased, it happened what have happened. (...)  
DB: According to your opinion, were there any obstacles or constraints faced by the leaders in 
these incidents? Any opposition, resistance, bureaucratic red tape, or lack of resources, for 
example? 
Mr.I: In general, in Bosnia, an obstacle is the ignorance. Here is the problem: previously we 
had a great educational system in Yugoslavia, than a void appeared after the disintegration of 
Yugoslavia and transformation to capitalism. Beside ignorance, there is also a problem of 
bureaucracy (...). As a result, in today Bosnia we have a very tense economical situation, 
mainly due to the fact that people are not having adequate qualifications. (...)   
DB: Now, could you please name two or three eminent individuals who, you think, are or have 
been outstanding leaders? 
Mr.I: Well, successful leaders from the medieval Bosnia are all members from the dynasty of 
Kotromanjić, starting from Kulin ban till Stjepana Tomaševića. They were all successful till 
the Ottomans invasion to this region. Medieval documents shows this. (...) Today, a good 
leader is Milorad Dodik, definitely a person who has capacity to change many things. 
However, I think he is also in trouble since he is surrounded with incompetent people (...) 
Leadership existed in the war as well. Leadership cannot be denied to Radovan Karadžić and 
Alija Izetbegović, but the question is if they were an examples of a good or bad leadership, 
was it positive or not for this state. I think it was more negative than positive. Their 
leadership would be great if there was no war on this area. (...) 
DB: Is there anything that these leaders have in common that makes them outstanding and 
differentiates them from others who have been in similar positions? How are the behaviours of 
these leaders similar? 
Mr.I: Well, we have to go a bit far in the past, to Carpaths. Why? Because we have some 
characteristics that are same to all Slavs. (...) Slavs do not pay much attention to order, 
orderliness, law, and discipline (...) This behaviour differ let us say from the behaviour of 
Germans and Romans. (...) 
DB: Could you please describe a specific behaviour, something each leader did, that illustrates 
his or her leadership? 
Mr.I: Same as I have mentioned earlier. 
DB: Is there something a leader did that resulted in your strong acceptance of or supported for 
the leader or resulted in significantly increased motivation on your part, or willingness to go 
above and beyond the call of duty in the interest of the leader’s vision, objective, or mission? 
Please describe that in some detail? 
Mr.I: hardly there are some. Again, I have to go back to Medieval Bosnia. (...) There was 
Kulin Ban, who was the first to unit Bosnian tribes in a kingdom (...) Leaders today have 
nothing so that they could be called successful. They cannot say we did this, we built that, we 
improved that, etc. (...) 
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Appendix 12: Interview 8 – transcript 
 
Interview with Mr.V: 
Age:         45 
Gender:         Male  
Ethnicity: Bosniak 
Religion:  Islam 
Educational background: English language/Diploma 
Department:  Marketing 
Position: Head of a department 
Interview led by:  DB 
 
DB: Could you please tell me what is your personal description of outstanding leadership? 
How do you perceive successful leaders? 
Mr.V: Above all, it needs to have organizing skills, to be very communicative, to have many 
contacts, to know many people, to be responsible in their work, to be able to organize people in 
wholes that are productive, and also to be able to rely on other people. 
DB: According to your own opinion, what would be the difference between a competent 
manager and an outstanding leader? Do you see any difference? 
Mr.V: (...) I do not see the differenece. (...) 
DB: How do you perceive the opposite of outstanding leadership? If the person is in the 
position of leadership and does not exercise outstanding leadership, what would be the kinds of 
behaviours in which he or she is likely to engage? 
Mr.V: Irresponsibility, lack of discipline, negative publicity (...) I think this is it (...) Also a 
person needs to be approachable and available to subordinates, to spread some kind of warmth 
around them, to be communicative, if this is lacking one cannot be labelled as a good leader. 
DB: Now, could you please name two or three eminent individuals who, you think, are or have 
been outstanding leaders? 
Mr.V: I cannot extract anyone. According to my criteria nobody in Bosnia is a greatleaders. 
From the past, I can only mention Josip Broz Tito. 
DB: Is there something a leader did that resulted in your strong acceptance of or supported for 
the leader or resulted in significantly increased motivation on your part, or willingness to go 
above and beyond the call of duty in the interest of the leader’s vision, objective, or mission? 
Please describe that in some detail? 
Mr.V: well, no, not in contemporary Bosnian society, really nobody. 
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Appendix 13: Interview 9 – transcript 
 
Interview with Mr. M: 
Age:         35 
Gender:         Male  
Ethnicity: Bosnian Serb 
Religion:  Orthodox 
Educational background: Electrical engineering  
Sector:  Renewable energy power solutions for telecommunications/ 
Family business 
Position: CEO 
Interview led by:  DB 
 
DB: Could you please tell me what is your personal description of outstanding leadership? 
How do you perceive successful leaders? 
Mr. M: My understanding of effective leadership is connected with the concrete and positive 
results. A road to reach success is full of hard work, good ideas and clear goals. This all has 
to be supported by a good team, a good business scheme (clear goals, clearly defined tasks, 
etc.). Good climate (atmosphere) within the country, good people, good co-workers, the 
possibility to make different choices, etc. (...) Furthermore, one needs to have necessary 
knowledge, to have a plan (what, where, and when), a good business plan. With no doubt it is 
much easier to work in countries with better business atmosphere, with qualified workers, 
better road infrastructure, for instance EU countries have free trade agreement, etc. than it is 
to work in Bosnia. This road, in Bosnia, is full of obstacles. It is certain that if someone is 
successful here, will have much higher chances to succeed in some other country. Strong 
results and good image are the qualities of a successful leader. (...) A leader should not draw 
attention of media. Should not brag about his achievements. The results should show how 
successful one is. Unfortunately, here is the quite opposite: people here believe that if a 
person is talking a lot about himself, if other people fear of him, who has strong but shallow 
way of talking, etc. is a good and successful leader (...) I completely disagree with that. (...) 
DB: According to your own opinion, what would be the difference between a competent 
manager and an outstanding leader? Do you see any difference? 
Mr. M: A competent manager! I do not know based on what one can get this title?  There is 
no paper for that. (...) You know, in the advertisements for open positions it is asked for 
specific education, working experience, etc. (...) The fact is that so many people fulfil these 
conditions, but did they make some international success, did they open new factories, started 
new business, (...) published international papers, etc? (...) People who have accomplished 
some results outside our community. (...) Our community is more subjective and the real 
picture can be seen outside our community. About the real leader, concrete and measurable 
results should be the measure (...) 
DB: How do you perceive the opposite of outstanding leadership? If the person is in the 
position of leadership and does not exercise outstanding leadership, what would be the kinds of 
behaviours in which he or she is likely to engage? 
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Mr. M: Bad results (...) no plans, absence of clear goals, vision and mission, spontaneous, 
unplanned work, lack of a schedule in everyday work, absence of the company goals, no 
desire for success, business is reduced to dealing with current events and not developing 
plans, etc. (...) I think that here in Bosnia there are many people like this, in state and private 
companies (...) Young people do not want to work for private entrepreneurs, instead they 
wish to work in public sector.  (...) Probably, the guilt lies with entrepreneurs and their 
inadequate human resources that are in charge for the company, who treat workers as private 
property (...) People having private business do not know how to work with the people and 
for success. (...) 
DB: Now, could you please name two or three eminent individuals who, you think, are or have 
been outstanding leaders? 
Mr. M: When I think now, all I can remember are politicians, but I do not want to do so, since 
the main topic is business. To say that a telecommunication or electro company is successful 
I will not since they hold monopoly (...) I had the chance to meet many people having their 
own private business (...) There are two women from Sarajevo who have founded the 
magazine “Biznis”. I think of them as very capable leaders. Than the owner of the company 
“Lanaco” (...), etc. For me, such people could be labelled successful. (...) When it comes to 
politics, I think of Mladen Ivanjić as a person who proved himself in work he did as a 
university professor as well as in politics. (...) 
DB: Is there anything that these leaders have in common that makes them outstanding and 
differentiates them from others who have been in similar positions? How are the behaviours of 
these leaders similar? 
Mr. M: Clear goals, working habits, people who went throughout the starting of their 
business, went through all the phases of initiating and developing business, and seeing your 
business blooming (...)  
DB: Is there something a leader did that resulted in your strong acceptance of or supported for 
the leader or resulted in significantly increased motivation on your part, or willingness to go 
above and beyond the call of duty in the interest of the leader’s vision, objective, or mission? 
Please describe that in some detail? 
Mr. M: I do support some people, but I cannot say that I support their attitudes fully, I would 
say till some extent. (...) I am led by a concrete situation and concrete attitudes and I want to 
say my opinion. (...) 
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Appendix 14: Interview 10 – transcript 
 
Interview with Mr.D: 
Age:         37 
Gender:         Male  
Ethnicity: Bosnian Serb 
Religion:  Orthodox 
Educational background: Mechanical engineering 
Sector:  Telecommunication 
Position: Head of a work unit NN 
Interview led by:  DB 
 
DB: Could you please tell me what is your personal description of outstanding leadership? 
How do you perceive successful leaders? 
Mr.D: Successful leadership is a bit broad term. A person to be a successful leader need to be 
determined, responsible, resourceful, imaginative, objective (...) many characteristics need to 
combined together in order for the person to be an efficient leader. 
DB: According to your own opinion, what would be the difference between a competent 
manager and an outstanding leader? Do you see any difference? 
Mr.D: A competent manager is a person who has the necessary knowledge, whereas an 
outstanding leader is a person who has proven to be so. 
DB: How do you perceive the opposite of outstanding leadership? If the person is in the 
position of leadership and does not exercise outstanding leadership, what would be the kinds of 
behaviours in which he or she is likely to engage? 
Mr.D: Indicators are very clear; it all depends on the situation. If a company is led by 
unsuccessful leader, the company results will be far under expected, while with the successful 
leader the results will be above expected. And when it comes to personal features, if a leader is 
undetermined, if he do not have adequate authority, if he is not taking care of all the aspects of 
business (...) he will be unsuccessful.  
DB: Could you please describe a couple of critical incidents that illustrate outstanding 
leadership in Bosnia? 
Mr.D: That depends on the type of problem and situation in which leader is. A leader should 
solve problems in a short period. And that action should be adequate to the particular 
situation. I do not see any successful leader in Bosnia and Herzegovina, hence I cannot state 
any critical situation. 
DB: Now, could you please name two or three eminent individuals who, you think, are or have 
been outstanding leaders? 
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Mr.D: Concerning today Bosnia I have no example. But from the near past, during the 
previous Yugoslavia, definitely an outstanding leader was Josip Broz Tito. He proved to be 
so, because he successfully led the nation (...) – according to many experts’ estimations, the 
former country was advancing continuously. 
DB: Is there something a leader did that resulted in your strong acceptance of or supported for 
the leader or resulted in significantly increased motivation on your part, or willingness to go 
above and beyond the call of duty in the interest of the leader’s vision, objective, or mission? 
Please describe that in some detail? 
Mr.D: Well, now, the right example is Tito. That was a man who, also according some experts 
estimations was a good leader. During that time, in general, people lived much better, living 
standard was much higher. On the other hand socialist ideology he represented was maybe a 
handicap in the way of religious freedom, which was not possible in that period. From that 
side I believe people were handicapped, but on the other side employment rate was much 
higher, living standard also, etc. Therefore, I cannot say if Tito was an example of a positive 
or negative leader. (...) Currently, in Bosnia, there are no real leaders. I think we have only 
people who know how the use the situation well, and who are managing very well in this 
situation.  
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Appendix 15: Interview 11 – transcript 
 
Interview with Mr.N: 
Age:         39 
Gender:         Male  
Ethnicity: Bosnian Serb 
Religion:  Orthodox 
Educational background: Entrepreneurial management/Diploma 
Department:  Human resources 
Position: Head of a department 
Interview led by:  DB 
 
DB: Could you please tell me what is your personal description of outstanding leadership? 
How do you perceive successful leaders? 
Mr.N: I think that outstanding leadership should stand for the best way of combining available 
resources and capacities of an organization; to achieve a certain goal with fewer inputs.  Being 
emotional, impulsive, continuous work with followers, education – these are some of the basic 
characteristics an outstanding leader should have. 
DB: According to your own opinion, what would be the difference between a competent 
manager and an outstanding leader? Do you see any difference? 
Mr.N: A competent manager is a person who has specific and adequate knowledge and 
education in one field, whereas outstanding leadership is a person who is implementing his 
knowledge in different fields, however maintains his success. And also this person should have 
characteristics I have mentioned earlier. 
DB: How do you perceive the opposite of outstanding leadership? If the person is in the 
position of leadership and does not exercise outstanding leadership, what would be the kinds of 
behaviours in which he or she is likely to engage? 
Mr.N: He is usually very independent and often works alone, is not communicating much with 
subordinates, is not interested what is happening in the business world, if there are some 
changes occurring, do not have necessary information, etc. 
DB: Could you please describe a couple of critical incidents that illustrate outstanding 
leadership in Bosnia? 
Mr.N: Critical situations in Bosnia are that most of the Bosnian managers are at the same time 
politicians. How one can manage to synchronize these two divergent functions?   
DB: According to your opinion, were there any obstacles or constraints faced by the leaders in 
these incidents? Any opposition, resistance, bureaucratic red tape, or lack of resources, for 
example? 
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Mr.N: The biggest problem is the politic. Almost every manager is involved in politics. 
Everybody needs to be a member of a political party in order to advance in carrier. (...) It is up 
to a manager to balance politics and business. 
DB: Now, could you please name two or three eminent individuals who, you think, are or have 
been outstanding leaders? 
Mr.N: Tvrtko Kotromanjić, who was outsatnding leader. He expanded the territory of Bosnia 
and balanced between different forces. Later, during communism, that was Tito. He was 
successful leader in every aspect. (...) 
DB: Is there anything that these leaders have in common that makes them outstanding and 
differentiates them from others who have been in similar positions? How are the behaviours of 
these leaders similar? 
Mr.N: They were all educated, they had financial resources, they are ambitious, persistent, in 
contact with people, they have information – this is what makes them successful and different 
from others. 
DB: Is there something a leader did that resulted in your strong acceptance of or supported for 
the leader or resulted in significantly increased motivation on your part, or willingness to go 
above and beyond the call of duty in the interest of the leader’s vision, objective, or mission? 
Please describe that in some detail? 
Mr.N: Lately, I find Ćulibrk from M:tel as a good and successful leader. He has correct 
behaviour, he is fair, etc. 
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Appendix 16:  ANOVA test of industrial differences (organizational culture practices) 
 
 Sum of 
Squares df 
Mean 
Square F Sig. 
Uncertainty avoidance 
Between Groups 53.934 2 18.967 21.306 .000 
Within Groups 577.880 151 1.800   
Total 631.815 153    
Future orientation 
Between Groups 32.963 2 9.482 15.203 .000 
Within Groups 421.045 151 1.123   
Total 454.008 153    
Power distance 
Between Groups 39.367 2 12.184 23.113 .000 
Within Groups 323.369 151 0.128   
Total 362.736 153    
Collectivism 1 - Institutional collectivism 
Between Groups 20.471 2 6.236 9.884 .000 
Within Groups 394.879 151 1.059   
Total 415.350 153    
Humane orientation 
Between Groups 24.299 2 9.150 17.707 .000 
Within Groups 422.425 151 1.776   
Total 446.724 153    
Performance orientation 
Between Groups 27.645 2 11.323 16.236 .000 
Within Groups 318.046 151 0.407   
Total 345.691 153    
Collectivism 2 – In-group collectivism 
Between Groups 16.379 2 8.690 12.758 .000 
Within Groups 430.268 151 1.189   
Total 446.647 153    
Gender egalitarianism 
Between Groups 0.936 2 0.968 1.520 .220 
Within Groups 490.574 151 1.269   
Total 491.510 153    
Assertiveness 
Between Groups 0.469 2 0.234 0.080 .923 
Within Groups 189.002 151 0.938   
Total 189.471 153    
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Appendix 17: ANOVA test of organizational culture practices differences between three 
main ethnic groups in Bosnia and Herzegovina 
 
  
 Sum of 
Squares df 
Mean 
Square F Sig. 
Uncertainty avoidance 
Between Groups 1.963 2 0.654 0.157 .925 
Within Groups 292.852 151 0.160   
Total 294.815 153    
Future orientation 
Between Groups 7.319 2 1.440 0.734 .532 
Within Groups 508.690 151 1.323   
Total 516.009 153    
Power distance 
Between Groups 8.983 2 1.994 1.286 .279 
Within Groups 459.754 151 0.329   
Total 468.736 153    
Collectivism 1 - Institutional collectivism 
Between Groups 6.830 2 1.943 2.849 .037 
Within Groups 328.521 151 1.140   
Total 335.351 153    
Humane orientation 
Between Groups 10.035 2 2.012 3.461 .016 
Within Groups 558.688 151 0.893   
Total 568.724 153    
Performance orientation 
Between Groups 28.469 2 1.490 2.675 .046 
Within Groups 157.222 151 1.548   
Total 185.691 153    
Collectivism 2 – In-group collectivism 
Between Groups 39.261 2 3.087 4.028 .007 
Within Groups 472.386 151 1.249   
Total 511.647 153    
Gender egalitarianism 
Between Groups 2.090 2 0.697 0.212 .888 
Within Groups 298.420 151 0.293   
Total 300.510 153    
Assertiveness 
Between Groups 13.913 2 1.638 1.588 .191 
Within Groups 575.558 151 1.920   
Total 589.471 153    
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Appendix 18: ANOVA test of organizational culture divergences (practices) based on 
middle managers age 
 Sum of 
Squares df 
Mean 
Square F Sig. 
Uncertainty avoidance 
Between Groups 1.658 2 0.829 0.200 .819 
Within Groups 193.157 151 0.152   
Total 194.815 153    
Future orientation 
Between Groups 23.425 2 1.712 3.570 .029 
Within Groups 492.584 151 0.280   
Total 516.009 153    
Power distance 
Between Groups 27.667 2 3.833 6.059 .003 
Within Groups 541.069 151 1.283   
Total 568.736 153    
Collectivism 1 - Institutional collectivism 
Between Groups 42.905 2 4.452 6.926 .001 
Within Groups 512.446 151 0.097   
Total 555.351 153    
Humane orientation 
Between Groups 65.037 2 8.518 11.489 .000 
Within Groups 723.687 151 1.830   
Total 788.724 153    
Performance orientation 
Between Groups 7.017 2 0.509 0.981 .376 
Within Groups 178.674 151 0.577   
Total 185.691 153    
Collectivism 2 – In-group collectivism 
Between Groups 20.365 2 1.182 3.114 .045 
Within Groups 491.282 151 0.269   
Total 511.647 153    
Gender egalitarianism 
Between Groups 0.991 2 0.496 0.151 .860 
Within Groups 199.519 151 0.288   
Total 200.510 153    
Assertiveness 
Between Groups 7.344 2 0.672 1.255 .286 
Within Groups 382.127 151 0.926   
Total 389.471 153    
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Appendix 19: Single leadership attributes for Bosnia and Herzegovina 
 
 
Leader attributes 
 
Minimum 
 
Maximum 
 
Mean 
 
Std. Deviation 
 
Diplomatic  1 7 6.47 1.063 
Evasive 1 7 3.79 2.109 
Mediator 2 7 5.85 1.271 
Bossy 1 7 4.32 2.057 
Positive 3 7 6.08 0.917 
Intra-group competitor 1 7 5.29 1.425 
Autonomous 1 7 4.08 1.779 
Independent 1 7 4.08 2.081 
Ruthless 1 5 2.15 1.472 
Tender  1 6 2.36 1.460 
Improvement-oriented 4 7 6.16 0.841 
Inspirational 1 7 6.37 1.091 
Anticipatory 4 7 6.70 0.646 
Risk taker 2 7 5.97 1.239 
Sincere  2 7 5.85 1.241 
Trustworthy 3 7 6.27 1.098 
Worldly 1 5 1.99 1.091 
Intra-group conflict avoider 1 7 4.32 1.962 
Administratively skilled 4 7 6.59 0.767 
Just 3 7 6.32 0.958 
Win/win problem-solver 4 7 6.42 0.824 
Clear 2 7 6.26 0.959 
Self-interested 1 6 2.39 1.358 
Tyrannical 1 6 1.57 1.289 
Integrator 1 7 6.16 1.120 
Calm 4 7 5.96 0.869 
Provocateur 1 4 1.61 0.936 
Loyal 2 7 5.64 1.351 
Unique 4 7 6.28 0.764 
Collaborative 1 7 5.85 1.152 
Encouraging 3 7 6.28 0.909 
Morale booster 2 7 6.42 0.946 
Arrogant 1 4 1.70 0.976 
Orderly 2 7 6.46 0.928 
Prepared 5 7 6.53 0.594 
Autocratic 1 7 3.35 1.964 
Secretive 1 7 2.94 1.597 
Asocial 1 7 1.53 1.104 
Fraternal 2 7 5.42 1.185 
Generous 2 7 5.38 1.104 
Formal 2 7 4.97 1.269 
Modest 1 7 4.78 1.496 
Intelligent 1 7 6.63 0.898 
Decisive 6 7 6.75 0.433 
Consultative 1 7 6.20 1.175 
Irritable 1 5 1.58 0.897 
Loner 1 6 1.88 0.947 
Enthusiastic 5 7 6.32 0.698 
Risk averse 1 7 3.73 2.011 
Vindictive 1 4 1.61 0.942 
Compassionate 1 7 3.82 1.619 
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Appendix 19: Single leadership attributes for Bosnia and Herzegovina 
 
 
Leader Attributes 
 
 
Minimum 
 
Maximum 
 
Mean 
 
Std. Deviation 
Subdued 1 7 3.46 1.822 
Egocentric 1 6 2.05 1.291 
Non-explicit 1 4 1.68 0.889 
Distant 1 6 2.13 1.479 
Intellectually stimulating 4 7 6.24 0.913 
Cautious 2 7 5.31 1.400 
Organized 5 7 6.55 0.753 
Cunning 1 7 4.97 1.777 
Informed 6 7 6.81 0.393 
Effective bargainer 1 7 6.82 0.954 
Egotistical 1 7 3.66 2.018 
Non-cooperative 1 7 1.78 1.191 
Logical 4 7 6.27 0.840 
Status-conscious 4 7 5.59 0.896 
Foresight 2 7 6.31 1.156 
Plans ahead 5 7 6.63 0.534 
Normative 1 7 5.39 1.376 
Individually oriented 1 7 2.40 1.551 
Non-egalitarian 1 6 1.70 1.176 
Intuitive 2 7 5.57 1.259 
Indirect 1 6 3.27 1.599 
Habitual 1 6 2.76 1.389 
Self-effacing 1 7 4.23 1.581 
Able to anticipate 5 7 6.37 0.810 
Motive arouser 5 7 6.78 0.470 
Sensitive 2 7 5.15 1.209 
Convincing 5 7 6.63 0.581 
Communicative 4 7 6.55 0.710 
Excellence-oriented 4 7 5.85 1.046 
Procedural 2 7 5.13 1.364 
Confidence builder 4 7 6.34 0.928 
Group-oriented 1 7 6.16 1.143 
Class conscious 1 7 3.93 1.577 
Non-participative 1 6 2.23 1.220 
Self-sacrificial 1 7 4.97 1.800 
Patient 3 7 5.94 1.063 
Honest 3 7 5.96 1.156 
Domineering 2 7 5.75 1.275 
Intra-group face-saver 1 7 5.59 1.481 
Dynamic 4 7 6.75 0.583 
Coordinator 5 7 6.68 0.518 
Elitist 1 6 2.66 1.381 
Team-builder 5 7 6.73 0.497 
Cynical 1 3 1.28 0.503 
Performance-oriented 1 7 5.50 1.261 
Ambitious 5 7 6.42 0.620 
Motivational 5 7 6.72 0.503 
Motivational 1 6 3.00 1.632 
Micromanager 1 6 3.12 1.610 
Non-delegator 1 6 3.12 1.610 
Avoids negatives 1 6 3.64 1.814 
Visionary 4 7 6.59 0.669 
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Appendix 19: Single leadership attributes for Bosnia and Herzegovina 
 
 
Leader Attributes 
 
 
Minimum 
 
Maximum 
 
Mean 
 
Std. Deviation 
Wilful 5 7 6.81 0.519 
Ruler 1 7 4.56 1.846 
Dishonest 1 2 1.03 0.158 
Hostile 1 2 1.13 0.334 
Future-oriented 1 7 6.36 1.222 
Good administrator 4 7 6.15 0.930 
Dependable 5 7 6.70 0.561 
Dictatorial 1 6 2.73 1.982 
Individualistic 1 6 2.72 1.585 
Ritualistic 1 7 4.66 1.603 
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Appendix 20: ANOVA test of differences on fist order leadership factors actors between 
three main ethnic groups in Bosnia and Herzegovina 
 Sum of Squares df Mean Square F Sig. 
Charismatic 1: Visionary 
Between Groups 1.558 2 0.519 0.651 .582 
Within Groups 131.151 156 0.798   
Total 132.709 158    
Charismatic 2: Inspirational 
Between Groups 5.185 2 1.728 2.685 .045 
Within Groups 211.067 156 0.644   
Total 216.252 158    
Charismatic 3: Self-Sacrifice 
Between Groups 5.165 2 1.722 0.795 .497 
Within Groups 117.790 156 0.166   
Total 122.956 158    
Integrity 
Between Groups 4.589 2 1.530 1.193 .311 
Within Groups 304.930 156 1.282   
Total 309.519 158    
Decisive 
Between Groups 0.460 2 0.153 0.164 .921 
Within Groups 587.260 156 1.935   
Total 587.720 158    
Performance- Oriented 
Between Groups 6.256 2 1.085 1.749 .156 
Within Groups 560.236 156 1.192   
Total 566.492 158    
Team 1: Collaborative Team Oriented 
Between Groups 14.413 2 1.804 3.134 .025 
Within Groups 446.912 156 1.533   
Total 461.325 158    
Team 2 : Team Integrator 
Between Groups 13.563 2 2.521 3.066 .027 
Within Groups 525.059 156 1.475   
Total 538.623 158    
Diplomatic 
Between Groups 3.291 2 1.097 0.223 .881 
Within Groups 370.663 156 0.925   
Total 373.954 158    
Benevolent (reverse scored) 
Between Groups 1.815 2 0.605 0.396 .756 
Within Groups 166.393 156 1.528   
Total 168.208 158    
Administratively competent 
Between Groups 3.209 2 1.070 1.435 .231 
Within Groups 268.131 156 0.745   
Total 271.340 158    
Self- centred 
Between Groups 14.635 2 1.878 3.369 .018 
Within Groups 509.339 156 1.448   
Total 523.975 158    
Status conscious 
Between Groups 19.736 2 1.579 2.869 .037 
Within Groups 615.463 156 1.293   
Total 635.199 158    
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Appendix 20: ANOVA test of differences on fist order leadership factors between three main 
ethnic groups in Bosnia and Herzegovina 
Conflict inducer 
Between Groups 
8.703 
2 
0.901 0.845 .470 
Within Groups 
413.035 
156 
0.432   
Total 
421.738 
158    
Face-saver 
Between Groups 
43.361 
2 
2.454 4.259 .006 
Within Groups 
594.978 
156 
1.394   
Total 
638.340 
158    
Procedural 
Between Groups 
6.847 
2 
1.949 3.178 .024 
Within Groups 
213.097 
156 
1.816   
Total 
219.944 
158    
Non-autocratic (reverse scored) 
Between Groups 
5.885 
2 
0.962 0.450 .717 
Within Groups 
115.190 
156 
0.359   
Total 
121.075 
158    
Participative (reverse scored) 
Between Groups 
8.129 
2 
1.710 1.056 .367 
Within Groups 
511.933 
156 
0.567   
Total 
520.062 
158    
Modesty 
Between Groups 
43.203 
2 
4.401 6.712 .000 
Within Groups 
347.441 
156 
0.146   
Total 
390.644 
158    
Humane oriented 
Between Groups 
7.457 
2 
0.486 0.984 .401 
Within Groups 
388.502 
156 
0.527   
Total 
395.959 
158    
Autonomous 
Between Groups 
3.798 
2 
1.266 0.296 .829 
Within Groups 
289.791 
156 
0.283   
Total 
293.589 
158    
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Appendix 21: ANOVA test of industrial differences of first order leadership dimensions  
 
 Sum of Squares df Mean Square F Sig. 
Charismatic 1: Visionary 
Between Groups 1.661 2 0.830 1.042 .353 
Within Groups 131.048 156 0.797   
Total 132.709 158    
Charismatic 2: Inspirational 
Between Groups 1.078 2 0.539 0.834 .435 
Within Groups 315.174 156 0.646   
Total 316.252 158    
Charismatic 3: Self-Sacrifice 
Between Groups 15.398 2 1.699 3.599 .028 
Within Groups 107.558 156 0.139   
Total 122.956 158    
Integrity 
Between Groups 3.732 2 1.866 1.457 .234 
Within Groups 305.787 156 1.281   
Total 309.519 158    
Decisive 
Between Groups 3.729 2 1.864 2.008 .135 
Within Groups 483.991 156 0.928   
Total 487.720 158    
Performance- Oriented 
Between Groups 4.474 2 0.237 1.875 .155 
Within Groups 562.017 156 0.193   
Total 566.492 158    
Team 1: Collaborative Team Oriented 
Between Groups 0.097 2 0.049 0.031 .969 
Within Groups 261.228 156 1.546   
Total 261.325 158    
Team 2 : Team Integrator 
Between Groups 3.910 2 1.955 1.319 .268 
Within Groups 334.713 156 1.482   
Total 338.623 158    
Diplomatic 
Between Groups 2.089 2 1.045 0.212 .809 
Within Groups 571.865 156 0.920   
Total 573.954 158    
Benevolent (reverse scored) 
Between Groups 0.542 2 0.271 0.177 .838 
Within Groups 167.666 156 0.528   
Total 168.208 158    
Administratively competent 
Between Groups 5.417 2 2.708 3.656 .026 
Within Groups 465.923 156 0.741   
Total 471.340 158    
Self- centred 
Between Groups 9.212 2 1.606 3.167 .043 
Within Groups 614.762 156 1.454   
Total 623.975 158    
Status conscious 
Between Groups 0.509 2 0.254 0.108 .897 
Within Groups 334.691 156 0.347   
Total 335.199 158    
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Appendix 22: ANOVA test of differences on fist order leadership factors between Bosnian 
middle managers based on their age 
 
 Sum of Squares df Mean Square F Sig. 
Charismatic 1: Visionary 
Between Groups 0.839 2 0.420 0.526 .591 
Within Groups 191.870 156 0.798   
Total 192.709 158    
Charismatic 2: Inspirational 
Between Groups 0.192 2 0.096 0.149 .862 
Within Groups 176.060 156 0.647   
Total 176.252 158    
Charismatic 3: Self-Sacrifice 
Between Groups 8.145 2 0.073 1.890 .152 
Within Groups 214.810 156 0.155   
Total 222.956 158    
Integrity 
Between Groups .975 2 0.488 0.379 .684 
Within Groups 408.544 156 0.285   
Total 409.519 158    
Decisive 
Between Groups 3.368 2 1.684 1.813 .164 
Within Groups 284.352 156 0.929   
Total 287.720 158    
Performance- Oriented 
Between Groups 8.011 2 1.006 3.378 .035 
Within Groups 458.480 156 1.186   
Total 466.492 158    
Team 1: Collaborative Team Oriented 
Between Groups 5.409 2 1.704 1.755 .173 
Within Groups 355.916 156 0.541   
Total 3461.325 158    
Team 2 : Team Integrator 
Between Groups 0.082 2 0.041 0.028 .973 
Within Groups 138.541 156 0.486   
Total 138.623 158    
Diplomatic 
Between Groups 2.649 2 0.325 0.269 .764 
Within Groups 371.305 156 0.919   
Total 373.954 158    
Benevolent (reverse scored) 
Between Groups 1.049 2 0.525 0.343 .709 
Within Groups 167.159 156 0.527   
Total 168.208 158    
Administratively competent 
Between Groups 2.526 2 1.263 1.694 .185 
Within Groups 368.815 156 0.745   
Total 371.340 158    
Self- centred 
Between Groups 5.485 2 1.742 1.878 .154 
Within Groups 518.490 156 1.460   
Total 523.975 158    
Status conscious 
Between Groups 4.952 2 0.476 1.061 .347 
Within Groups 430.248 156 0.333   
Total 435.199 158    
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Appendix 22: ANOVA test of differences on fist order leadership factors between Bosnian 
middle managers based on their age 
 
Conflict inducer 
Between Groups 6.761 2 0.381 0.986 .374 
Within Groups 314.977 156 0.429   
Total 321.738 158    
Face-saver 
Between Groups 1.392 2 0.696 0.200 .819 
Within Groups 436.947 156 0.475   
Total 438.340 158    
Procedural 
Between Groups 8.158 2 1.079 1.438 .238 
Within Groups 231.787 156 1.836   
Total 239.944 158    
Non-autocratic (reverse scored) 
Between Groups 0.164 2 0.082 0.019 .981 
Within Groups 120.911 156 0.361   
Total 121.075 158    
Participative (reverse scored) 
Between Groups 2.468 2 0.234 0.480 .619 
Within Groups 417.594 156 0.572   
Total 420.062 158    
Modesty 
Between Groups 9.461 2 1.730 2.154 .117 
Within Groups 381.183 156 1.196   
Total 390.644 158    
Humane oriented 
Between Groups 12.858 2 1.429 2.570 .078 
Within Groups 483.101 156 1.502   
Total 495.959 158    
Autonomous 
Between Groups 4.129 2 0.064 0.483 .617 
Within Groups 389.460 156 0.276   
Total 393.589 158    
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